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This study asks how do the internal dynamics of international organizations (IOs) affect 
the ability of women to attain high-ranking professional positions within international 
secretariats? To answer this question, theoretical understandings of the autonomy of IOs 
and the influence of their staff members as leaders are employed, arguing that individuals 
that comprise the internal bureaucracies of IOs are independent and influential in 
determining the policies, processes, and performance of their organization. In reviewing 
the relevant literature regarding IOs, gender, and leadership, this research identifies three 
key internal dynamics that jointly interact to influence the ability of women to attain-high 
level leadership positions: sociocultural dynamics (which include an IO’s organizational 
culture) and institutional mechanisms (which include an IO’s organizational structure and 
internal gender equality policies). This paper hypothesizes that an increased presence of 
gender-relevant internal dynamics in an IO will yield a greater ability of women to attain 
high-ranking professional positions. This study isolates the effect of institutional 
dynamics on the ability of women to attain high-level leadership positions, and to do so, 
conducts comparative case studies across four UN System organizations (UNFPA, 
UNDP, UNIDO and UNRWA). Given many IOs with organizational cultures open to 
female empowerment still lack a significant number of women in leadership positions 
and that many IOs approach gender equality efforts through their structures and internal 
gender equality policies, it is critical to understand if institutional mechanisms are 
independently effective on the ability of women to attain high-level leadership positions. 
To analyze whether or not institutional mechanisms are influential in allowing women to 
attain such positions separate from the influence of organizational culture, the case 
studies control for organizational culture by ensuring all case studies possess 
organizational cultures open to female empowerment. This coding data for organizational 
structure and internal gender equality policies is synthesized with original interviews 
conducted with staff members at each of the case study organizations.  In analyzing the 
coding and interview data for each IO’s organizational structure, it is evident that 
organizational structure alone does not sufficiently explain the variation in the dependent 
variable and that organizational structure cannot be isolated from the influence of 
organizational culture. An IO’s internal gender equality policies were found to be more 
significant in influencing the ability of women to attain high-level leadership positions, 
but this dynamic was also deeply embedded in an interactive effect with organizational 
culture. Thus, despite the methodological attempt to independently analyze the influence 
of institutional dynamics from the influence of organizational culture, on the ability of 
women to attain high-ranking professional positions within an IO, this research has 
illustrated that the interactive effect across these mechanisms cannot be isolated. This 
study fills a hole in the existing literature by analyzing the nexus of gender, leadership, 
IO and public administration scholarship and encourages future research to continue 
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Chapter I:  Introduction 
Women remain critically underrepresented in governance throughout the international 
system. This leadership gender gap is a prominent issue in international organizations 
(IOs). Although some women have managed to crack the “glass ceiling” by serving as 
executive heads of IOs, the majority of high-ranking leadership positions continue to 
evade women inside IO bureaucracies. Since many IOs pride themselves on platforms of 
gender equality, the dearth of women in high- ranking leadership positions is particularly 
puzzling. This study examines which factors prevent women from ascending to high-
ranking leadership positions within IOs at the same rate as their male counterparts, 
focusing on the internal mechanisms of IOs. Thus, the research question explored within 
this work is how do the internal dynamics of IOs affect the ability of women to attain 
high-ranking professional positions within international secretariats?  
The term “internal dynamics” specifically references internal policies on gender 
equality, organizational culture, and organizational structure. All three factors, born out 
of the larger themes of institutional and sociocultural factors, are argued in the relevant 
literature to influence the ability of women to obtain high-level positions within 
international bureaucracies. In exploring the influence of institutional mechanisms, 
internal policies on gender equality are conceptualized as the presence or absence of IO-
specific policies and the range of subject matter addressed by such policies. 
Organizational structure refers to the degree of conduciveness to upward mobility women 
have within a given IO. In addressing sociocultural mechanisms, organizational culture is 
understood as an IO’s openness to female empowerment. Based upon the existing 
literature, this work argues that the combined presence of these gender-relevant 
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mechanisms within the internal dynamics of an IO will yield a greater ability for women 
to attain high-ranking leadership positions.  
There is much value in understanding the organizational dynamics that influence 
the ability of women to attain high-level leadership positions with international 
bureaucracies. Given the autonomous functions of IOs within the international system, it 
is critical that the discipline expands understanding of how bureaucratic dynamics and 
their leaders influence an IO’s policy outputs. The innovation in this work is synthesizing 
the existing literature on leadership and gender with the approaches found in IO and 
public administration literature in order to create a new avenue for exploring the 
intersection of various factors within the IO realm. Although often overlooked, the 
individual leaders within bureaucratic components of IOs can impact the operations of an 
organization, and as a result it is crucial to understand how gender influences the 
dynamics of IOs and subsequently how these dynamics influence the ability of women to 
attain positions of leadership.  
Specifically, by working to understand how women can be incorporated into 
positions of leadership, this allows international bureaucracy to be examined as an 
important component within an IO system. Traditional international relations scholarship 
has largely neglected the internal dynamics of IOs and placed a larger focus on their 
policy outputs, likening the inside of such organizations to an impenetrable “black box”. 
Alternatively, another popular approach to IO scholarship has viewed such organizations 
as primarily controlled by the will of their member states. This work combats such 




Previously, very little work has addressed women leaders within IOs. Although 
there has been significant work analyzing the role of individual leaders within IOs, these 
studies have primarily been restricted to executive heads and have typically not 
accounted for gender. Additionally, any work that has attempted to understand the 
bureaucratic dynamics of IOs has generally been restricted to organizational function and 
ignored the individual dimension of analysis. By pulling its basis from a wide range of 
work including political leadership studies, public administration scholarship, IO studies, 
and gender studies, this inquiry is able to examine the intersection between each of these 
different disciplinary components. As a result, this study addresses an important gap in 
the existing discourse surrounding IOs, international bureaucracy, and gender.  
This study is also valuable given that the roles of IOs are multifaceted - they serve 
as an arena for communication in which member states can negotiate, maintain 
international peace and security, and facilitate the implementation and monitoring of 
programs around the world. As a result, the gender gap in the high-ranking staff across 
IO bureaucracies can easily allow for the oversight and discrimination against women 
within the resulting policies, programs, or decisions. For this reason, the representation of 
women and their subsequent ideas and influences within an IO is critical to ensure that 
these organizations consider a gendered perspective to best and most accurately address 
women’s issues and promote gender equality across both their internal processes and 
external policies.  
Although there are many active IOs throughout the international community, this 
work focuses specifically on the United Nations (UN) System. This is because of the 
global preeminence and size of the organizational system. The blue helmets of UN 
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peacekeepers and the UN’s iconic emblem are two of the most easily recognizable 
symbols in the world. Given the organizational composition and wide range of topics that 
are covered by the system’s subsidiary agencies and organizations, the UN has arguably 
the widest-reaching influence of any IO. Not only does it possess the largest overall 
scope and mandate, it is also one of the largest active IOs in terms of staff composition. 
This study, therefore, specifically examines agencies that fall under the umbrella of the 
UN System in order to provide the most comprehensive comparative insight possible. 
The large size of the UN System ensures that several subsidiary agencies with different 
focuses can be contrasted, while being able to control for a range of potential expounding 
variables that can arise from cross-organizational analysis. In addition, within the UN 
System, gender parity in the Secretariat remains a highly relevant issue given that 
ongoing attempts to address this have yet to yield significant progress. Internal attempts 
to achieve such progress have been continuous since Boutros Boutros-Ghali’s tenure as 
Secretary General in the 1990s. Gender inequality has been addressed several times in a 
multitude of ways since the first UN General Assembly resolution on the topic was 
passed in 1970, yet there still remains a significant disparity in equitable representation of 
women within the highest levels of the organization’s Secretariat.  
In 1997, the UN System instituted a system-wide policy initiative on gender 
mainstreaming in an attempt to reach gender parity. Gender mainstreaming, defined by 
the organization as “ensuring that gender perspectives and attention to the goal of gender 
equality are central to all activities - policy development, research, advocacy/ dialogue, 
legislation, resource allocation, and planning, implementation and monitoring of 
programmes and projects,” has been a longstanding component of UN gender parity 
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initiatives, even as it has been supplemented by more recent and comprehensive efforts 
(Office of the Special Adviser on Gender Issues and Advancement of Women, 2002). 
Although the policy of gender mainstreaming is in place, the UN Charter requires 
equitable geographic representation in the composition of its staff, which can effectively 
hinder equitable gender representation. The UN’s prioritization of geographic diversity 
comes at the detriment of gender equality, as oftentimes women are overlooked if there is 
a shortage of trained candidates from a specific geographic region or if they come from 
geographic regions that are already overrepresented.  
Over time, the UN has sought to include gender within the wider scope of its 
affairs for member states, including through the designation of specialized bodies and 
agendas to specifically address issues relevant to women. Yet, despite the creation of 
bodies like the Commission on the Status of Women and UN Women, there remains a 
significant gap in female leadership within the international secretariats for the system. 
Overall, significant issues of underrepresentation and lack of support for both the specific 
institutions that address women’s issues and the women across the organizational 
umbrella still exist. Though there are now a greater percentage of female staffers in lower 
level positions (Permanent 4 level and below) than in the past 20 years, there are still a 
range of obstacles that keep women from accessing positions of leadership in 
international organizations above this demarcation. As a result, it is important to 
understand the role of women in high-level positions within the organization to best 
gauge how gender policies have influenced their experiences.  
In the following Chapter II, this work elaborates upon the theoretical foundations 
utilized to illustrate the autonomy and viability of IO studies. IOs are demonstrated to 
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function as influential, autonomous actors within the international system that are worthy 
of study. Additionally, the chapter illustrates the influence of international bureaucracies 
on the outputs of IOs and the necessity for understanding bureaucratic internal dynamics.  
The role of individuals within international bureaucracies is examined along with how 
these individuals assume influential positions that affect IO outputs. Within this chapter, 
the sources of legitimacy for both IOs and individuals within their bureaucratic 
frameworks are discussed.  
In Chapter III, the current state of the literature relevant to gender, leadership, and 
IOs is examined. This chapter also expands on the underlying theoretical basis of the 
relationships detailed in Chapter II and further details the analysis of institutional and 
sociocultural mechanisms of gender equality and their potential effects on the ability of 
women to attain high-level leadership positions. Specifically, the existing relevant 
literature is synthesized to articulate the factors that prevent women from attaining high-
level leadership positions and elaborates upon expectations for the potential relationships 
between organizational culture, organizational structure, and internal gender equality 
policies and the ability of women to access such positions within IOs. This chapter 
critiques the existing gaps in the literature and argues that the research in this study 
provides an important contribution to the field. Chapter III also establishes the 
overarching theoretical argument that if the internal dynamics (defined as the range of 
gender-relevant policies, organizational structure, and organizational culture) of an IO 
include more gender-relevant mechanisms, then there will be an increase in the ability of 
women to attain to high-level leadership positions due to the interactive effect of these 
dynamics on the dependent variable. The chapter concludes by proposing that if an IO’s 
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organizational structure, culture and internal gender equality policies are conducive to 
female leadership, their combined effect will improve the ability of women to attain high-
level leadership positions.  
Chapter IV details the methodology employed in this study and justifies the 
approach taken. The overarching theoretical argument is reinforced, and the approach 
utilized to test the relationship between institutional mechanisms and the ability of 
women to attain high-level leadership is detailed. While the literature identifies the 
interactive effect across organizational culture, structure, and internal gender equality 
policies, this study seeks to understand the individual influence of institutional dynamics 
on the ability of women to attain high-level leadership positions. Through synthesizing 
the relevant literature, it is clear that sociocultural and institutional mechanisms are 
influential on the ability of women to attain high-level leadership positions. Thus, this 
research expects that if institutional barriers to high-level leadership positions within IOs 
for women are reduced, then women should have a greater ability to access such 
positions. This is predicated on the notion that the removal of these barriers will function 
to allow women in IOs to surpass the range of institutional and sociocultural barriers to 
leadership by instead providing institutionalized and formal measures that prioritize 
gender. This study isolates the influence of institutional mechanisms on the ability of 
women to attain high-level leadership positions to determine whether or not institutional 
barriers remain influential in determining the ability of women to access such positions 
independently of an IO’s organizational culture. Such isolation is especially important to 
understanding if institutional mechanisms do prevent women from accessing leadership 
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positions in IOs which have organizational cultures open to female leadership yet still 
lack a significant number of women in its high-level leadership positions. 
 In order to isolate the effect of institutional mechanisms on the ability of women 
to attain such positions, each of the cases studies selected were controlled to ensure they 
all shared the same organizational culture. Once this was established, the remaining 
variation in the ability of women to access high-level leadership positions (as evidenced 
by different percentages of women in high-level leadership positions for each IO) is later 
analyzed by specifically identifying the traits possessed by each IO relative to its 
organizational structure and internal gender equality policies. This design allows for a 
clear understanding of the causal relationship between isolated influence organizational 
structure and internal gender equality policies on the ability of women to attain high-level 
leadership positions without the confounding influence of organizational culture. 
 Within this study, comparative case studies are employed to specifically examine 
a range of UN agencies, including the United Nations Population Fund (UNFPA), United 
Nations Development Program (UNDP), the United Nations Industrial Development 
Organization (UNIDO), and United Nations Relief Works and Agency for Palestine 
Refugees in the Near East (UNRWA) for their organizational structure and internal 
gender equality policies and to assess the impact of such factors on the ability of women 
to attain high-level leadership positions. Chapter IV largely focusses on outlining the 
methodological processes used in this study. This includes case selection and the coding 
schemes used for the operationalization of both independent and dependent variables, 
which are offered to ensure replicability and illustrate the internal validity of this research 
design. Each case study organization was selected according to its organizational culture 
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to specifically examine how institutional mechanisms influence the ability of women to 
attain high-level leadership positions.  This study also utilizes a mixed-methods approach 
by analyzing interviews conducted with staff members from each of the case study 
organizations to better understand the experiences of IO employees with institutional 
gender equality mechanisms in IOs. The questions and protocols used to conduct the 
interviews is also detailed in this chapter.  
For the independent variables, coding schemes for traits related to an IO’s 
organizational culture, organizational structure, and internal gender equality policies were 
devised. Internal gender equality policies are coded according to specific target areas 
identified as influential on the ability of women to attain high-level leadership positions 
by the relevant literature, including family accommodations, internal promotion policies, 
and recourse for gender based-harassment. The coding for an IO’s organizational 
structure is based upon the percentage of women in lower level positions and their 
closeness to the UN Secretariat’s parity baseline, the presence or absence of an 
organizational design feature to enforce gender equality policies, and the potential for 
structural internal upward mobility to high-ranking positions. Organizational culture is 
coded in accordance with an IO’s budget allocation to gender issues, its publications 
addressing gender, and its executive head engagement with gender issues.  
Chapter V illustrates the process of coding an IO for organizational culture and 
proves the validity of the coding scheme, through a comparative exploration of both an 
“open” and “closed” organizational culture. The International Atomic Energy Agency 
(IAEA) is coded to represent variation across IO’s organizational culture. The four IOs 
selected for full analysis as case studies were chosen because of their control traits being 
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“open” to female empowerment. Despite the uniformity in their control trait of 
organizational culture, there remains variation in the dependent variable across each of 
the IOs. This indicates that organizational culture does not fully account for the 
differences in women in high-level positions in that IO. Thus, this chapter illustrates that 
even with the organizational culture of all four IOs being “open” to female 
empowerment, there remain alternative factors that influence the ability of women to 
attain high -level leadership positions. These are identified as institutional mechanisms, 
specifically organizational structure and internal gender equality policies.  
For both Chapter VI and VII, the analysis codes the presence or absence of 
organizational structure and internal gender equality policies according to the criteria 
outlined within Chapter IV. The data in these case studies was also supplemented by 
interviews conducted on-site at with employees at each of the case study organizations or 
UN headquarters in New York regarding their experiences with IO approaches to gender 
equality. For Chapter VI begins the process of analyzing the effect of an IO’s 
organizational structure on the ability of women to attain high-level leadership positions. 
The coding data is then compared and analyzed in conjunction with the interview data for 
each of the case study organizations. In synthesizing across both types of data for each of 
the case study IOs, it is evident that the expected positive relationship of organizational 
structure and the ability of women to attain high-level leadership positions does not exist. 
This chapter illustrates that organizational structure cannot be understood as an isolated 
influence without the effect of organizational culture. 
 Chapter VII furthers this inquiry by analyzing both coding and interview data for 
the internal gender equality policies of each case study IO. After coding each 
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organization relative to the specific criteria and comparing this with relevant interview 
data, this chapter finds that there is a positive relationship between the internal gender 
equality policies of an IO and the ability of women to attain high-level leadership 
positions. However, in comparing across each case study organization, the analysis of 
both forms of data throughout this chapter also finds that organizational culture is deeply 
linked to internal gender equality policies. Overall, this chapter serves to reinforce that 
the expected relationship between internal gender equality policies and the dependent 
variable is present, but only when understood as part of an interactive effect with 
organizational culture. 
The final chapter analyzes the findings presented in Chapters V, VI, and VII in 
order to effectively draw conclusions regarding the overarching theoretical relationship 
and the specific hypothesis used to examine the relationship between the internal 
dynamics of IOs and the ability of women to attain high-ranking leadership positions. 
Across the analysis conducted within this work, it is evident that the methodological 
attempts to isolate the influence of organizational structure or internal gender equality 
policies of an IO from its organizational culture was ineffective. This analysis also found 
that internal gender equality policies are influential in determining the ability of women 
to attain high-level leadership positions, but only when understood as an interactive 
dynamic with organizational culture. Thus, the original argument developed through 
synthesizing the relevant literature that organizational structure, culture and internal 
gender equality policies have an interactive effect on the dependent variable was found to 
hold true through this study. Additionally, this chapter identifies implications of this 
study for IOs, specifically regarding their internal gender equality policies and 
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organizational culture. This chapter also acknowledges the relative strengths and 
limitations of this study. Finally, this chapter suggests that future research should 
continue to use integrated approaches to best understand dynamics that can limit or 














Chapter II: Theoretical Foundations - The Autonomy of International Organizations 
and International Bureaucracies 
 
Introduction 
This chapter establishes the theoretical principles underlying the autonomy and influence 
of IOs and the individual leaders inside their bureaucracies. Several sources of IO 
authority are identified and analyzed with regards to how organizations translate 
international authority into action. In doing so, this work argues that IOs function within 
the international system as independent, autonomous actors rather than as agents of their 
member states. Through this discussion, the role of the international bureaucracy of IOs 
is also observed. This research further argues that international bureaucracies derive 
influence through various sources of authority and are integral to the functioning of IOs 
and subsequently serve to influence policy outputs. Additionally, the importance of 
individual leaders within IOs is also analyzed. These individuals are necessary to study 
given their positions of influence within international bureaucracies and ability to impact 
policy.  Finally, this chapter illustrates the value of said individuals in high-ranking 
professional positions within international secretariats as influential leaders in 
determining organizational action and output. 
International Organizations as Autonomous Actors 
While many scholars argue that IOs do little more than function as an extended 
mechanism for states to pursue their respective foreign policy agendas (See: Abbot and 
Sindal; Hawkins et al., Wendt), this work argues that IOs are autonomous actors worthy 
of being studied in their own right due to their ability to influence international relations 
and circumstances. Traditionally, studies within the field have failed to account for the 
bureaucratic design or internal dynamics of IOs and have instead utilized the realist 'black 
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box' approach to understanding IOs as actors, ignoring the role of the international 
bureaucracy. (See Hoffmann; Mearsheimer).  This section refutes this claim and analyzes 
the sources of authority that legitimize IOs within the international system and allows 
them to function independently. The development of organizational autonomy is 
fundamental to understanding the policies, processes and performances of IOs in both a 
larger context and the specific inquiry of this work. 
An IO’s autonomy and ability to act independently is derived, Barnett and 
Finnemore argue, due to the international authority of the organization. In their seminal 
work regarding the autonomous operations of IOs, Rules for the World, they define such 
autonomy as the “ability of one actor to use institutional and discursive resources to 
induce deference from others” (Barnett and Finnemore, Rules for the World 5). They also 
argue that four principal sources of authority (“rational-legal, delegated, moral, and 
expert”) each contribute to the development of international organizational authority 
(Barnett and Finnemore, Rules for the World 171). Together, the legal mandates of an 
organization, its appearance of serving others, the power vested in it via its member 
states, its protection and commitment to morals, and its curation of authoritative voices 
and specialized knowledge synthesize to create authority.  Expanding on each of these 
sources of authority illuminates how IOs translate various influences into international 
legitimacy. 
To begin, the rational-legal basis of authority claims that IOs are “conferred 
authority because they embody rational-legal principles that modernity values and are 
identified with liberal values that are viewed as legitimate and progressive.” (Barnett and 
Finnemore 170). Thus, IOs develop authority through their identity as an independent 
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embodiment of these values (Barnett and Finnemore, Rules for the World 170-172). In 
doing so, IOs continue to curate an image of “legitimate social purpose and, further, they 
must be seen to serve that purpose in an impartial and technocratic way”, allowing the 
organization to present itself as a neutral actor and establishes the basis of its moral 
authority (Barnett and Finnemore, Rules for the World 21).  This neutrality is critical to 
the development of organizational autonomy, though it is inherently at odds with the 
values that an IO claims to promote. In order to reconcile these contradictory dynamics, 
IOs present themselves as political actors who serve a global, collective agenda rather 
than influential powers. Through IOs self-presenting as advocates for universal values 
against self-seeking interests: “the power of international organizations, and 
bureaucracies generally, thus lies with their ability to present themselves as impersonal 
and neutral - as not exercising power but instead serving others” (Barnett and Finnemore, 
The Politics, Power, and Pathologies of International Organizations 175). 
     Barnett and Finnemore also highlight the importance of delegated authority, 
which they conceptualize as inherent to the organization through the authority of its 
member states. Specifically, IOs are viewed as legitimate “because they represent the 
collective will of their members” (The Politics, Power, and Pathologies of International 
Organizations 172). IOs are then able to act autonomously to accomplish tasks that the 
member states alone cannot accomplish. Additionally, similar to the basis of rational-
legal authority, “delegation authorizes IOs to act autonomously only to the extend they 
appear to be serving others,” illustrating the importance of the impartial, technocratic 
presentation of the organization to ensuring its autonomy (Barnett and Finnemore, The 
Politics, Power, and Pathologies of International Organizations 22). 
 
 16 
     Moral authority builds off of this idea and is predominantly based in the 
principles enshrined within the foundation of the organization. The UN has a clearly 
outlined agenda that prioritizes values of human rights and peace within the international 
system, most commonly as a representation of the interests of the collective. IOs gain 
authority from leveraging their representation of the global collective against the self-
interested agendas of states in order to continue to portray themselves “as champions of 
the shared values of the community against particularistic interests,” allowing them “to 
appear to be above politics and draw support for their actions” (Barnett and Finnemore, 
The Politics, Power, and Pathologies of International Organizations 23). Though this may 
seem paradoxical to the overtly impartial approach utilized by most IOs, moral authority 
actually strengthens the authority of IOs by framing them as the preeminent voice of the 
international collective (Barnett and Finnemore, The Politics, Power, and Pathologies of 
International Organizations 174).  
This authority translates into influence through several areas, identified by Barnett 
and Finnemore throughout the chronology of their work (2004;2005;2011;2014). 
Primarily, IOs are able to capitalize upon their established legitimacy to influence state 
behavior through material and norm-based means. Though IOs lack the coercive 
capacities that many states possess to influence behavior, they often “do have material 
means to shape the behavior of many states on many occasions,” but more frequently use 
rhetoric to explicitly shape and promote desired state behavior, oftentimes that most 
directly corresponds with the organization's' goals (Barnett and Finnemore, The Politics, 
Power, and Pathologies of International Organizations 176). IOs are able to manifest their 
influence in state behavior through several rhetorical approaches, including commonly 
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'naming and shaming' states whose behavior actively opposes the IO's principles or goals 
or encouraging practices that align with their goals (Hafner-Burton). 
In addition to influencing state behavior remotely, an organization's normative 
power is often exercised through the practice of agenda-setting (Pollack). In determining 
which issues are worthy of attention and political action, IOs are able to utilize their 
expert authority and influence to shape the international landscape of discourse and 
resource operations, in order to “effectively to use the power resources and strategic 
positions they had available, in particular with respect to agenda setting, policy 
formulation and policy implementation” (Reinalda, International Organizations as 
Sources of Political Change 120). Oftentimes, this can include addressing items that are 
problematic for member states, thus reflecting the manner of independence maintained by 
IOs in choosing to potentially check a source of their authority. IOs also have the ability 
to classify actors, conflicts, and issues within the international community. Barnett and 
Finnemore argue “the ability to classify objects, to shift their very definition and identity, 
is one of bureaucracy's greatest sources of power,” which “is legitimated and justified by 
bureaucrats with reference to the rules and regulations of the bureaucracy” (The Politics 
Power and Pathologies of International Organizations 710). 
In utilizing their ability to classify phenomena within the international system, 
IOs hold the power to determine what international instances, behaviors or practices they 
define as problematic and work within their bureaucratic structures or resources to 
address them. Specifically, organizations create solutions to problems within their own 
frameworks and work to engage their members to accept and act upon these solutions, 
rather than being completely subjected to the whims of its members. Reinalda and 
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Verbeek characterize that prominent IOs have created “the endogenous dynamic resulting 
from the organization's wish to play a role of its own may produce, under certain 
conditions, both leadership and instruments enabling the organization to act more or less 
independently from the participating states and to take measures that effectively intrude 
into the national domain” (Autonomous Policy Making by International Organisations 
44). This expansion of responsibility and engagement once again illustrates the 
autonomous action of IOs. 
This independence in policy and solution development is a critical form of 
organizational autonomy, as IOs will frequently lead operations in order to address 
selected issues. Due to the various sources of authority that help to legitimize IOs, they 
“are oftentimes perceived as doing good and, because their intentions are honorable and 
they are experts in their field, they are given the legitimate right to intervene” (Barnett 
and Finnemore, The Politics, Power, and Pathologies of International Organizations 180). 
Therefore, rather than simply function as an agent, or as an extension of their member 
states, IOs actually derive legitimacy and authority from a vast range of sources which in 
turn, allow organizations to function independently in classifying problems, proposing 
solutions, and assigning or promoting action to address it. This control over information 
is characterized as the principle power of bureaucratic and is frequently utilized by IOs to 
fix meanings and diffuse norms to ultimately wield power and regulate action (Barnett 
and Finnemore, Rules for the World). IOs, therefore, act independently as legitimized 
influences within the international community rather than agents of their member states. 
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The Importance of International Bureaucracies 
Given that international organizations operate as independent actors, the design and 
structure of an organization impacts its ability to function within the international system. 
Traditional approaches to analysis are insufficient in understanding the complex 
interactions and system designs that allow IOs to function, specifically in that they fail to 
recognize the importance of high-ranking officials and the internal dynamics that drive 
decision-making and ultimately organizational output. In this section, this work will 
illustrate the importance of accounting for the bureaucratic component and systems 
design of an IO when attempting to understand its behavior. 
     The foundation of the claim of organizational autonomy must be based in an 
understanding of the institutional structure within IOs. For the purposes of this work, 
institutional structure can be conceptualized as the organizational and bureaucratic 
system that comprises the organization. Regarding the people that comprise this system, 
they are not representatives of member states, but rather serve to execute the 
organizations' day-to-day affairs and can be understood as its international secretariat 
(Reinalda, International Organizations as Sources of Political Change).  Specifically, 
international bureaucracies are “composed of rules and roles specifying, more or less 
clearly, who is expected to do what, and how,” which function to ensure the objective, 
technocratic approach that lends them international legitimacy (Egeberg 117). The 
composition of an IO's bureaucracy is important because it determines which 
international civil servants address which issues and how. Rather than understanding the 
dynamics of bureaucratic composition that influence IO output, analysis of IOs has 
historically focused on describing the historical nature of a single institutions' 
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bureaucracy, neglecting the influence of bureaucratic dynamics on decision-making 
(Trondal 2005; see Claude 1956 and Jordan 1971). “International bureaucracies 
contribute to initiating, formulating and influencing the policies and politics of 
international organizations,” thus they serve as critical drivers of IO output in their own 
right (Trondal et al. 7). 
Trondal argues that bureaucrats within IOs are embedded into specified 
organizational networks, each of which are influenced by four primary variables: the 
“core organizational properties, recruitment procedures, organizational affiliations, and 
demographic characteristics,” which together combine to influence the composition of an 
organization's staff, and thus, the decision-making dynamics of a given IO (Trondal et. 
al). This is most commonly manifested through the designation of two separate 
stratification models for IO bureaucracy: horizontal, which divides staffers based upon 
their department or purpose, and vertical, which functions as hierarchy of expertise 
within an organization (Trondal et. al 43). This identification useful because it also serves 
to legitimize the internal design of the organization. Gronau and Schmitke identify that 
the wide mandate of some IOs “requires a staff that can be trusted to execute the general 
policy as well as specific commands. Although civil servants are bound to obedience by a 
variety of motives, the basis of these power relations is the belief in their legitimacy,” 
thus reinforcing the importance of institutional design in ensuring organizational 
authority (544).  
Barnett and Finnemore also examine the importance of bureaucratic structure in 
organizational output. Returning to the technocratic approach and expertise from which 
IOs derive their authority, they argue that possessing such high levels of specialization or 
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expertise “invites and at times requires bureaucracies to shape policy, not just implement 
it,” moving beyond the typical assumption of bureaucracy as simply an agent of IO 
members (The Politics, Power, and Pathologies of International Organization 708). This 
is again highlighted in Reinalda and Verbeek's work, in which they identify that in 
crafting decisions “an international civil servant is able to affect decision making on the 
basis of his or her own policy agenda” (Decision Making Within International 
Organizations, 20). As previously mentioned, the horizontal division of staff then allows 
for the specialized expertise of international civil servants to be influential in driving and 
addressing a relevant set of issues. 
High-ranking international bureaucrats serve important roles as gatekeepers to 
expertise in their area as a result of their orientation within the bureaucracy. Rather than 
prioritize the desires of member states, international bureaucrats instead operate based 
upon allegiance to their specialization: “the de facto existence of international 
bureaucracies is that its officials should act relatively independently of the member states 
and be loyal to the international bureaucracy” (Trondal et al. 7). This illustrates that 
personnel that comprise international bureaucracies are important, as they hold the 
capacity to influence their departmental outputs based upon their own position and 
expertise. Biermann and Siebenhüner identify this influence arises from various roles that 
bureaucracies play, including that “bureaucracies act as knowledge brokers, negotiation 
facilitators, and capacity builders in international politics: they influence global agendas, 
they shape international negotiation processes, and they make international cooperation 
work by assisting in national implementation” (319). International bureaucrats are able to 
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capitalize on their experience and specialization to effectively influence outputs they 
believe best suited to their respective organizational orientation.  
High-ranking officials are influential within their bureaucratic positions because 
of their technocratic approach and specialized knowledge base. These international 
bureaucrats control the flow of knowledge regarding their specialization and can utilize it 
in means that allow them to promote their organizational aims. They may also carry 
divisional experience that outside appointees do not, allowing them to understand and 
navigate departmental dynamics more effectively, seeing as “international bureaucracies 
embed supranational, departmental and epistemic dynamics in everyday decision-making 
processes” (Trondal et. al 5). 
Expert authority constitutes another important part of IO authority. IOs often hire 
specialized, experienced individuals to execute the wide range of actions that 
international bureaucracies are tasked with to ensure they are completed appropriately. 
Subsequently, the level of expertise that IO staff members possess is important in 
building the legitimacy of the organizational overall - the “deployment of specialized 
knowledge is central to the rational-legal authority that constitutes bureaucracy in the first 
place because what makes such authority rational is, at least in part, the use of socially 
recognized knowledge to carry out tasks” (Barnett and Finnemore, Rules for the World, 
24). Again, this knowledge becomes powerful in helping IOs construct a narrative of 
independent, technocratic work due to the “objective” nature of their experts' knowledge, 
portraying them as having superior allegiance to their work and the moral agenda of the 
organization, rather than affected by partisanship, (Barnett and Finnemore, The Politics, 
Power, and Pathologies of International Organizations 174). This also allows for IOs to 
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manage their autonomy by controlling and prescribing information and expertise: “a 
bureaucracy's autonomy derives from specialized technical knowledge, training, and 
experience that is not immediately available to other actors,” and noted that this power of 
information also “gives bureaucracies power over politicians (and other actors)” (Barnett 
and Finnemore The Politics, Power and Pathologies of International Relations 708). 
Through these varying authoritative sources and publicly impartial stances, IOs are able 
to capitalize on their ability as independent actors and begin to shape international policy 
outputs. 
In working to maintain their international authority, the bureaucratic components 
of IOs reinforce their autonomy through their ability to propose political solutions that 
advantage their department or agency. This makes the recruitment procedures and staff 
composition dynamics influential factors in IO operations, as the individuals within a 
bureaucracy drive the decisions and outputs of the agency. Trondal finds “the autonomy 
of international bureaucracies is arguably strongly dependent on the recruitment 
procedures adopted because different procedures for recruitment tend to affect actors' 
decision-making behaviour and role perceptions differently,” illustrating the importance 
of recruitment and staff composition in IO outputs (9). It is evident then, that the role of 
international bureaucracies extends far beyond the expectation that IOs function as agents 
to member states. More so, they serve as independent actors who drive the designation of 
problems and propose solutions rooted in principles of expertise and organizational 
values. When such a large portion of the global population as women is excluded from 
the process of solution development, this results an output being unrepresentative and 
poorly suited for its potential base. As a result, ensuring that women are properly 
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represented within these roles is important to creating IO outputs that are representative 
to their global constituency. 
Individual Leadership within International Organizations 
Given IOs function as autonomous actors within the international system, their action is 
strongly guided by prominent individuals who lead their agencies in practices ranging 
from agenda setting to policy implementation. In the words of Joel Oestreich, “the ‘black 
box’ must be opened up and down to the individual level” (22).  Understanding how the 
leadership of individuals, including executive heads, influences the functioning to IOs is 
critical to developing a more robust understanding of their overall performance. A strong 
body of literature has been curated regarding executive head leadership specifically, and 
such work is rooted in the notion that the individual level of analysis. This framework 
that individuals can play determinant roles in decision-making processes of 
organizations. The individual level of analysis is valuable to understanding the 
motivations and characteristics that influence the decision-making process. 
 In seeking to understand individuals within organizations, Hoole identifies “it is, 
of course, the participants in the policy-making process who bargain and negotiate over 
proposed actions, evaluating inputs into the system and deciding on actions for the 
organization,” thus it can be understood that differences between individuals will warrant 
different outcomes in these procedures (93). The decision-making of individuals has been 
assessed in a variety of contexts beyond IOs, ranging from Presidents and Prime 
Ministers to the now defunct Soviet Politburo using various different personality traits 
and leadership style markers to illustrate that there is a strong correlation between an 
individual’s characteristics and the way they make decisions (See Hermann; Kaarbo; 
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Dyson). The contribution of frameworks including leadership trait analysis, moral 
assessment, and cognitive analysis have proven effective at gauging how an individual’s 
orientation or personal history can prove influential in their decision-making processes or 
leadership tendencies (See generally Hermann, Schafer 2000, Kaarbo 2017, 2018, Post 
2004, 2005). 
When looking specifically to IOs, individuals who fulfill executive head positions 
are deeply influential in a wide range of issues. In a groundbreaking 1969 essay, Cox 
identified the executive head’s leadership as the “most crucial single determinant” in 
influencing the growth of an IO’s scope, illustrating the strength of executive head 
leadership in affecting IO outcomes (205). This leadership and decision-making 
capability is faced with several constraints that influence the capacities in which they can 
exercise leadership: “executive heads of international organizations, unlike leaders of 
other national public institutions, have a particularly challenging role as they must 
balance a wide range of competing interests not only among staff, civil society and 
beneficiaries, but also among states” (Hall and Woods 3). These constraints interact with 
personal characteristics to influence individual decision-making. 
Individually, executive heads function as representatives of the organization they 
lead, which they utilize in order to direct the organization in accordance with its goals 
and mandate. A strong body of work has been curated regarding IO executive head 
leadership specifically. The way these individuals deploy their authority to guide the 
organization in their image varies drastically based upon their individual characteristics, 
as evidenced in Kille’s case studies of former UN Secretaries-General (From Manager to 
Visionary). Additionally, the individual executive head has the ability to appoint or hire 
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staff that correspond to their vision, thus giving them great influence in their ability to 
direct the composition of an IO.  Their individual characteristics impact how executive 
heads “manage a bureaucracy of international civil servants and ensure that the 
organization is accountable and delivers results, often in complex environments” 
indicating the importance of their leadership position in facilitating effective IO 
performance (Hall and Woods 6). Given the influence that a single individual has over an 
organization, differentiations across individuals ultimately result in different approaches 
to solving the quandaries facing the IO. 
A large body of literature addressing the role of the IO executive head has been 
written, including Kille’s 2006 and 2007 works which specifically examine the influence 
of leadership style, religion and moral authority on the leadership style of UN 
Secretaries-General, arguing that each of these factors are influential in determining the 
choices and actions of the UN chief. Specifically, he argues that different combinations 
of traits manifest in different leadership styles which drive the organization forward 
based upon these traits, thus illustrating the value of an individual in influencing an IO’s 
operations. This influence is again acknowledged in the development of Schroeder’s 
framework for studying executive head leadership, in which he identifies that a IO’s 
executive head “can support organizational adaption at a time when intergovernmental 
bodies seem too divided to perform this function” (357). Individual-level leadership 
serves as a powerful determinant in directing IO functionality, even enough so to 
overcome significant constraints. 
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High-Ranking Secretariat Officials as Leaders 
The leadership of individuals drives the processes, policies and performance of IOs. As a 
result, moving down the hierarchical ladder of international bureaucracy to understanding 
the role of high-level individuals is critical to creating a fuller picture of the operational 
dynamics within these organizations. As the existing literature on executive head 
leadership has illustrated, a single individual and the traits attributed to them can drive an 
organizational dynamic to follow in their vision or design. Thus, the role of high-level 
officials across UN System agencies have the leadership and influence capacities similar 
to executive heads based on their hierarchal position and strong basis of expertise. The 
individuals that occupy high-ranking bureaucratic positions are critical actors in driving 
policy outcomes as those who serve as executive heads given that both have a wide range 
of influential authority and contribute to the development and implementation of IO 
operations. Existing literature on the subject of executive head leadership is immensely 
helpful in understanding the influence of an individual within an IO, yet much work 
needs to be done in order to fully conceptualize the influence of leadership from 
individuals within the secretariat. 
The leadership that international bureaucrats exercise is based primarily in the 
expert authority vested into an IO writ large, which allow the organization to operate as 
an independent actor within the international arena. This sets an important precedent in 
which these high-ranking officials operate in both bureaucratic and leadership capacities: 
they direct and manage the operations of their agency while still fulfilling their larger 
organizationally or position-based responsibilities. High-ranking officials within 
international bureaucracy are thus able to occupy several influential roles. Not only do 
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they perform the managerial function of ensuring the execution of an IOs programming, 
they also serve to influence its potential outputs through their expertise and technocratic 
legitimacy (Barnett and Finnemore, Rules for the World 35). As a result, understanding 
the leadership of high-ranking officials is critical to forming a fuller picture of their 
influence on the operations of IOs through illuminating the conditions and factors that 
impact their decision-making (Biermann and Siebenhüner 319). 
Specifically, these high-ranking individuals are able to capitalize on both the 
formalized authority of their position within the organization and their substantive 
expertise to work within the mandates and procedures of their organizations to promote 
certain agenda items, approve or disprove of policy, and manage the departmental 
dynamic (Trondal et. al 112). Egeberg finds that leaders within bureaucratic hierarchies 
are able to engage their subordinates within an agency to “engage in policy making by 
setting goals, preparing budgets, legislation, preparing budgets and guidelines, recruiting 
senior officials and shaping administrative structures” (Egeberg 122). It is clear that high-
ranking officials both attend to the obligations vested in them by their role within a given 
IO and are able to manage and influence their agency's operations through this position. 
International organizations act independently within the international system and 
are able to do in part because of their expert authority. International bureaucrats are able 
to exercise leadership through capitalizing on the technocratic and expertise that stems 
from their position within an IO. In an analysis of the impact of secretariats on the 
functioning and outputs of a range of environmental IOs, Biermann and Siebenhüner 
found that “bureaucracies have a sizeable autonomous influence as actors in global 
environmental policy that goes at times beyond expectations” (320). This was specifically 
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evidenced when identifying the influence of high-officials as leaders in determining 
environmental policy agenda - they identify the creation of the IPCC as a key example: 
“it was the bureaucrats of the WMO and the UNEP that initiated and organized the 
Intergovernmental Panel on Climate Change, a network of several thousand leading 
climate experts, to offer a series of consensus documents on the state of knowledge and 
on possible political response strategies” (Biermann and Siebenhüner, 320). In Johnson 
and Urpelainen's study of the role of international bureaucrats in the design and creation 
of new IOs, they assert that “ bureaucratic expertise helps to explain the burgeoning role 
of international bureaucrats in creating new IGOs, even if bureaucrats do not share states' 
design preference,” thus reflecting the expertise and leadership secretariat members are 
able to utilize to ultimately influence the creation of new IOs (Johnson and Urpelainen, 
206). 
These high-ranking bureaucrats exercise a wide range of influence over IO 
proceedings and outputs. In the case study of the creation of UNAIDS, international 
bureaucrats were selected in accordance to their technical expertise and legitimacy to 
help lead in the design of the new IO, even overriding pre-existing norms: “the 
international bureaucrats designing UNAIDS discarded a long- standing norm in UN 
organizations against third-party representation, and this institutional design feature has 
afforded an extraordinary amount of clout to inter-governmental and nongovernmental 
organizations,”  exemplifying the influence of bureaucratic leadership (Johnson and 
Urpelainen 178). Johnson also finds that bureaucrats function as leaders in the design 
process of new IOs, rather than acting as principals to state agents by relatively 
diminishing avenues for state influence in the creation of new IO institutional designs:  
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“international bureaucrats have a tangible and important impact on the design of inter- 
governmental organizations. The more proactive international bureaucrats' role in design, 
the more the resulting institution is insulated from common mechanisms of state control” 
(194).  This exhibition of agency and influence reiterates that international bureaucrats 
can lead in processes of design and impact performance and output, especially in 
capacities that expand their own power and scope of influence. 
In addition to individual authority for high-ranking officials, many secretariats 
utilize internal 'executive groupings' of high-ranking professionals who work 
collaboratively to manage and implement policy. This collaborative approach serves to 
ensure that high-ranking officials function as leaders within their agencies by allowing 
them to “balance and reconcile several interests and concerns simultaneously” (Egeberg 
123). These executive groupings of high-ranking officials allow them to lead the 
organization by “function[ing] as arenas not only for political steering from above, but 
also for the articulation of affected group interests and expert appraisals” (Egeberg 123). 
High ranking-officials within IO secretariats function as leaders through this hierarchical 
system, in which “the relations hinging on command from superior to subordinate are 
instrumental...to make sure that the lower levels of government carry out the policies in a 
coordinated manner” (Wollmann 594). Just as an organization's executive head serves as 
an organizational leader, bureaucrats themselves play a vital leadership role in ensuring 
implementation and coordination. As Manaluk notes, the variation in IO structure from 
agency to agency results in international bureaucrats having different levels of “political 
and procedural influence over the organizations that they manage,” yet, “the availability 
of these tools will, ceteris paribus amplify the influence of able bureaucrats and 
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contribute to international organization that are more prone to bureaucratic leadership 
over time” (502).  
Conclusion 
Given that international bureaucracies serve a critical role in influencing the 
policy outputs for their respective organizations, this section has identified that high-
ranking individuals within bureaucracies function as leaders. Like national governments, 
the UN System's secretariat many agencies each consist of hierarchical and vertical 
separation. The individuals that comprise the top levels of the various secretariats are 
valuable leaders, seeing as they serve to direct and ensure the function of the various 
agencies. An IO's policy outputs are achieved through the leadership of high-ranking 
officials within secretariats, who function as key experts and authorities within both the 
subject area to which they are assigned and occupy the top of the vertical hierarchy of 
their particular organization. Individuals at the top of these vertical hierarchies are 
influential because of their ability to control bureaucratic procedures and outputs through 
their decisions. Given the influence of the leadership roles that high-ranking professionals 
fill within international bureaucracies, the dearth of women within these positions poses a 
significant challenge to ensuring equality within IOs. Especially for organizations like 
those within the UN system, which aim to empower women and have secretariats 
representative of the global community, it is worrisome when such organizations are 
unable to achieve equity across such influential positions of leadership. In order for 
women's voices to accurately be heard within the IO sphere, they must be effectively 
integrated into the highest levels of international secretariats and have a strong presence 
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in high-ranking official positions across a wide range of agencies to serve as leaders and 




Chapter III: Literature Review - Gender and Leadership 
  
Introduction  
This chapter examines the literature surrounding issues of gender and leadership within 
both general and IO-specific contexts. Next, it turns to the question of why women have 
yet to attain high-level leadership positions at the same rate of their male counterparts by 
examining the difference between male and female leadership styles, finding that women 
do not inherently lead differently due to gender but rather are perceived as less viable 
leaders due to gender stereotypes and expectations. The likely impact of women in high-
ranking official positions within the Secretariat is then identified given the potential 
impact of incorporation of gendered perspectives in the creation of policy outputs. In 
seeking to understand why the representation gap persists across the high-ranking 
positions of IO secretariats, it is important to first examine the intersection between 
leadership and gender and how the interaction between these concepts affects women in 
IOs.  
Additionally, in this chapter the general literature on gender and leadership is 
specifically applied to the context of IOs to understand how these dynamics affect the 
ability of women to attain high-ranking leadership positions. Though the existing 
literature on gender and leadership is robust, it is important to note that very few works 
outside of Kirsten Haack’s 2014 publications specifically aim to analyze the impact of 
gendered leadership on women within IOs. This work’s exploration of themes of 
leadership and gender in the context of IOs is important in furthering a previously 
understudied component of the discipline.  
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Importantly, this chapter identifies there are several barriers, both formal and 
informal that prevent women from attaining high-level leadership positions within 
international bureaucracies. These institutional and sociocultural limitations on women 
function to exclude them from the highest levels of international bureaucracies.  More so, 
this chapter notes the persistent gaps across international relations and international 
organization literature that inform the research that forms the basis of this work. This 
chapter concludes by synthesizing the aforementioned literature to identify that there are 
three prominent factors that are influential in the ability of women to attain high-level 
leadership positions within an IO. In doing so, this study ultimately serves to help close 
the gap in the literature surrounding research of women in leadership within IOs.   
In exploring the issues surrounding gender and leadership, the literature indicates 
that an IO’s structure, organizational culture, and internal gender equality policies are key 
causal mechanisms that influence the ability of women to attain such positions. 
Throughout the course of this chapter, the relevant literature indicates that these three 
factors are the most determinant influences in women’s ability to attain high-level 
leadership positions because of their mutually reinforcing relationship within and across 
the sociocultural and institutional dimensions of an IO. Thus, this chapter concludes by 
synthesizing literature regarding the organizational culture, organizational structure, and 
internal gender-equality policies of an IO to identify these factors as the most influential 
influences on the ability of women to attain high-ranking leadership positions. Thus, this 
work argues that if these factors are addressed by including a greater range of gender-
relevant mechanisms within the internal dynamics of an IO, then women will have 
greater ability to attain high-ranking professional positions in international bureaucracies.  
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Leadership and Gender 
A critical debate in feminist scholarship is that of whether or not leadership style is 
inherently impacted by gender, therefore potentially predisposing one gender to positions 
of influence (Eagly 1992; Mandell and Phirwani 2003; Stevens 2012). In a seminal work 
to answer this question, Eagly’s psychological profiling of leadership patterns and 
preferences found that gender does not overtly impact leadership ability. Eagly found that 
gender is impactful in determining others’ perception of leadership: women are 
specifically devalued when leading in styles deemed traditionally masculine. When 
acting authoritatively, women tend to be evaluated more negatively than their male 
counterparts, reflecting the influence of gender on trait attribution. In peer-based and 
cross-gender evaluations of styles of leadership, little to no difference in leadership 
ability between genders is found between men and women (Eagly). Painter-Morland 
affirms this, stating “in a very real sense, since women are expected to act in a certain 
way, it does not enhance the perception that they are displaying exceptional leadership,” 
reflecting the strength of socialized beliefs in perceiving how women lead when this 
behavior extends beyond the realm of typically “feminine” behavior (142). Rather than 
gender differences as the primary influential factor in leadership differences, the social 
and cultural conditions surrounding gender and leadership are more influential than 
leadership itself. 
Later studies find that within specific types of leadership women are more 
successful, specifically in their usage of emotional intelligence and motivation-based, 
transformational leadership styles. In a review of over forty studies on gender and 
leadership, Rhode finds that “women are more likely than men to engage in 
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transformational leadership, which stresses inspiring and enabling followers to 
contribute...this approach holds advantages over traditional leadership, which focuses on 
exchanges between leaders and followers and that appeal to followers’ self-interest” (5). 
This is also evidenced in Mandell and Phirwani’s work, where they seek to further the 
debate on leadership and gender by examining gender differences within the contexts of 
emotional intelligence and transformational leadership. They find “that there is a 
significant predictive relationship between transformational leadership style and 
emotional intelligence. The researchers also suggested that there are gender differences in 
the emotional intelligence scores of male and female managers” (Mandell and Phirwani 
401). Yet this work reaffirms the notion of gender having little to no direct impact on 
leadership, as gender had “no significant interaction with emotional intelligence while 
predicting transformational leadership style” (Mandell and Phirwani 387).  The existing 
literature clearly demonstrates that neither men nor women are evolutionarily predisposed 
to positions of leadership or authority. 
Similar to how Eagly finds the perception of female leaders is arguably more 
important than their actual leadership, other scholars build off this notion to illustrate that 
effectiveness and style are impacted by perception and representation of gender (Rhode 
2017; Deurst-Deurst-Lahti 2010; Garner 2018; Painter-Morland 2011). Rhode identifies 
that regarding effectiveness, “most research reveals no significant gender differences. 
Success in leadership typically requires a combination of both masculine and feminine 
traits, including vision, ethics, interpersonal skills, technical competence, and personal 
capabilities such as self-awareness and self-control” (6). For women in managerial and 
leadership positions, though their performance does not significantly differ from men in 
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effectiveness, their performance is consistently rated lower than their male peers and 
women in low-ranking positions (Lyness and Heilman). Women in positions of 
leadership often find themselves in a sort of double-bind: “if they mimic the stereotypical 
male leadership model, it leads to negative responses, but if they do not display the traits 
that followers typically associate with leadership, they are not recognized as leaders” 
(Painter-Morland 144). This dynamic reflects how “gender bias affects performance 
evaluations of managers in actual organizational settings, and illustrate the different 
consequences of performance evaluations for promotion of women and men” (Lyness 
and Heilman 784).  Women and men can be judged differently for leading in the same 
way simply because of socio-cultural conditions surrounding gender which function to 
curb women’s viability as leaders. 
Contrary to the idea that women innately gravitate towards “feminine” leadership, 
the literature emphasizes that women are not inherently predisposed to a specific 
leadership style and instead are assessed in relation to how social norms and perceptions 
of gender impact the conditions for women to lead. Rhode argues that “to the extent that 
female leaders gravitate towards a collaborative, interpersonally sensitive approach, it is 
because that style proves an asset most in leadership settings” (7). Rather than gender-
based divisions between male and female leaders, there are greater differences in 
perceived female leadership than actual realized leadership style. As D’Agostino 
identifies, the perception of women as caring and nurturing is detrimental to their ability 
to attain high-ranking leadership positions, as “this implicit bias contributes to negatively 
attributing the same behavior differently depending on whether a man or woman engages 
in it” (10).  This bias is especially prominent amongst the split of  “male-dominated” 
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organizations and contexts, leading to issues of tokenism. This phenomenon is reflected 
where low numbers of women are used and credited as leaders in the interest of the 
organization, usually to portray an image of diversity. This tokenism impacts female self-
perception of skills, with women scoring themselves lower than their male counterparts, 
as they believe themselves to be less capable given their low levels of representation 
(Stevens). Traditional gender-based stereotypes and roles clearly have an impact on 
female leadership. 
Several additional factors influence female leadership and the subsequent 
perceptions of female leaders. Though there are no explicit differences in leadership 
ability due to gender, women have been found to be more dynamic in addressing issues 
that affect both men and women, while men tend to only engage with issues that affect 
them (Lockheart et. al). Rhode notes the importance of women in high-ranking positions 
being more likely to engage with women’s issues than their male counterparts, seeing as 
“women are particularly likely to cite assisting and empowering others as leadership 
objectives, along with promoting gender equality” (6). Obviously, this cannot be assumed 
true for all women in high-ranking positions, but “on the whole...women’s greater 
commitment to women’s issues emerges in a variety of contexts” (Rhode 6). Women in 
high-ranking positions often work within the realm of expertise necessitated by their title 
along with promoting agendas of women’s issues (Rhode 48). This wide range of 
engagement for women in high-ranking positions is reflective of the changing norms of 
female leadership, including the development and divergence of mainstreaming and 
participation for women.  
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Though the norm of women’s political participation has been shown to be 
transitioning slowly to accommodating to the presence of high-ranking female leaders, 
women still face certain gendered expectations if they choose to enter into the political 
realm, domestically and internationally. The legitimacy of women as political leaders 
contradicts several sets of established cultural norms, therefore increasing the difficulty 
for female leaders to be understood as viable choices for high-level positions. Echoing 
earlier findings, women “may be seen as effective, as good organizers or coordinators, as 
talented activists, but not necessarily as the top leaders,” reinforcing how even as women 
are encouraged to participate in policy-making, their participation and leadership is 
viewed relative to their gender and subsequently impacted by gendered expectations 
(Duerst-Lahti 6). Female leaders across a variety of disciplines are faced with the same 
stereotypes and challenges as a result of social conditioning regarding the roles and 
identities of leaders. 
The most critical outcome from the assessment of gender and leadership is that it 
is clear there are several significant limitations on the ability of women to attain 
leadership positions due to both sociocultural norms and perceptions and institutional 
dynamics surrounding leadership. Though women possess the same abilities to lead as 
their male counterparts, they are instead evaluated with more scrutiny and perceived as 
less effective and valid leaders. Thus, external factors beyond gender itself, including 
sociocultural and institutional barriers serve to limit the ability of women to access high-
ranking leadership positions within IOs. In order to understand why the dearth of women 
in high-ranking leadership positions persists, it is necessary to further explore the specific 
implications of the factors that prevent women from attaining such positions within the 
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realm of IOs. In furthering specific exploration of the IO context, the organizational 
culture, organizational structure and internal gender equality policies are identified as key 
causal mechanisms in influencing the ability of women to attain high-level leadership 
positions  
Barriers to Women in High-Ranking Leadership Positions Inside IOs 
In examining the specific implications of gender and leadership within the context of IOs, 
the literature argues that leadership positions still evade women in IOs for a number of 
reasons. General obstacles, like societal perceptions of leaders, manifest in various 
specific ways in IOs.  Within international bureaucracies the gender gap still persists 
across high-ranking leadership positions. This is due to the face that women face a range 
of both institutional barriers and socio-cultural barriers that prevent women from 
accessing such positions. Institutional barriers are formalized restrictions that exist within 
organizational structures to prevent women from attaining high-level or executive 
positions (Deurst-Lahti 2). Socio-cultural barriers are informal barriers to leadership that 
are born out of norms surrounding gender and leadership and work to hinder women from 
attaining high-ranking positions by influencing norms. Though these boundaries manifest 
differently within IOs, they are mutually reinforcing, seeing as they both function to 
restrict women from positions of influence by through reinforcing traditional 
understandings of gender and leadership. Ultimately, they both render women 
incompatible with high-level leadership positions.   
Institutional Barriers to High-Level Positions in International Bureaucracy 
Institutional barriers are embodied in the internal hierarchical and content-based gender 
divisions of IOs.  These divisions are exemplified by the UN System. To begin, Haack 
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identifies the “glass ceiling”, or invisible barrier to positions of leadership, which persists 
across the UN System. Though there have been several women appointed to high-level 
leadership positions, including the Deputy Secretary-General, Haack argues that the glass 
ceiling remains an obstacle for women even after the appointment of female executive 
heads. This is evidenced through the failure of former Secretary-General Ban, who after 
promising to appoint greater numbers of women throughout the UN system early in his 
tenure and during his campaign failed to fulfill his commitment to maintaining women’s 
equality despite his strong rhetoric (Haack, Breaking Barriers 14). Additionally, given 
that positions within an international bureaucracy are not elected, the process of selection 
for who can attain high-ranking leadership positions is critical, “with very few leadership 
positions available the importance of gatekeepers, i.e. those who appoint leaders, and 
their willingness to actively pursue and support gender equality, is highlighted” (Haack, 
Breaking Barriers 21). 
Women have been shown to be concentrated towards the lowest ranks of 
international bureaucratic hierarchies and specifically clustered within administrative 
roles (UN Women 2016). This is due to the difficulty of navigating institutional policies 
that allow for reapplication or flexible family schedules (Forster 1999). Forster finds that, 
though women and men are equally motivated to pursue international careers and women 
are just as successful as their male counterparts when selected for such positions, women 
“are still less likely to be selected...(often because of ‘family’ commitments), face greater 
problems with adaptation in traditionally patriarchal cultures and (with the noticeable 
exception of the USA) are unlikely to receive company support for their (male) ‘trailing’ 
partners” (79). Traditionally,  there has been a lack of acknowledgement of how gender 
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equality policies and structures can differentially affect the performance,  personal life 
and self-perception of female employees relative to their male colleagues (Fischlmayr 
775).  In a 2016 survey of current and former UN System staff, Ryden found that “only 
45.5% of female respondents had children, compared with 68.5% of their male 
colleagues. Looking specifically at professionals aged 40 and over, this disparity rises to 
45.7% of women having children, in contrast to 84.3% of men,” indicating that women 
are more likely face challenges in having a family due to their position within the UN 
System than men (9). Many organizations remain reluctant to shift their organizational 
culture to acknowledge the importance of gender differences or provide the necessary 
funding or resources to account for them  (Rhode, Ryden).  Thus, the lack of flexibility in 
gender equality policies and the lack of institutional legitimization of gender issues 
represents a large obstacle for women that do choose to have a family while working 
within an IO.  
Flexibility to navigate the hierarchical system of international bureaucracy is also 
a key obstacle for women to attain high-level leadership positions. Many organizations 
do not universally promote internal hiring for more advanced positions, often leading to 
women working in lower-level positions being passed over for promotions in lieu of an 
external hire (Bindi, Rhode). As Deurst-Lahti notes, even when women are selected for 
leadership positions, they are constrained by a range of gendered expectations (6).  As a 
result, despite it being broken before, the persistence of the glass ceiling represents a 
critical obstacle for women who attempt to achieve high-ranking positions within 
international bureaucracy. The presence of a handful of women in leadership positions 
does not guarantee that existing barriers are lessened for those that follow behind them. 
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Additionally, the internal divisions of women within international bureaucracy 
represent a key institutional barrier to attaining high-ranking positions. Haack identifies 
that across the UN System the use of “glass walls,” or gender-based subject divisions has 
led to the continued inequitable distribution of women throughout the system are 
prominent (Breaking Barriers, 1). These walls “denote[s] a process of channeling women 
into specific portfolios that are considered gender appropriate, and in general reflect 
different degrees of importance compared to those portfolios held by men,” and most 
commonly restrict women to areas that are considered traditionally feminine, most of 
which have to do with children and social issues, as opposed to science, technology and 
defense (Haack, Breaking Barriers 15). Bessis similarly finds that “excessive 
feminization of gender departments rather than the achievement of better gender balance 
in the higher echelons of decision making is characteristic of all international institutions” 
(645). The division of women into specialized, “feminine” areas continues to deepen the 
disparity across both hierarchical and content-based divisions of IOs. 
The organizational structure of an organization can prove another barrier to 
leadership positions for women. Rhode identifies “inflexible workplace structures pose 
further obstacles to gender equality,” as women who have significant family demands are 
often deemed as less dedicated or worthy of promotion because of their outside 
commitments (85).  As IOs have attempted to address the gender gap, they often 
implement organization-wide gender equality policies. Within the UN System, though 
there now exist a range of targeted practices that aim to increase gender equality, their 
effectiveness is hindered by varying levels of enforcement (Charlesworth and Chinkin, 
Defeis). This accountability gap across organizations is sustained by the lack of 
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enforcement mechanisms for top-tier leaders to ensure compliance. Charlesworth and 
Chinkin identify that an organization’s accountability to gender equality policies largely 
stems from the lack of organizational structures to ensure compliance (2013). This often 
results in proclamations of gender equality from IOs but little significant action to 
address the issue. 
 This duality of commitment and practice from an organization is illustrated 
through Rao et al.’s findings that “a gender audit of FAO’s institutional mechanisms for 
gender mainstreaming conducted in 2011 revealed that despite organizational 
pronouncements at the highest level, it had allocated just 1 per cent of its total assessed 
budget to its gender mainstreaming objective” (75). The lack of institutional resources 
and structures to ensure accountability to gender equality policies remains a significant 
obstacle in women’s ability to attain high-level leadership positions within international 
bureaucracy. The gendered placement of women within an international bureaucracy, the 
policies in place to address their needs, and the organizational structure of an IO all serve 
as institutional obstacles prevent women in IOs from ascending to executive level 
leadership positions. 
Sociocultural Barriers to High-Level Positions in International Bureaucracy 
Beyond institutional barriers that limit women’s abilities to attain high-level leadership 
roles, the literature identifies that sociocultural barriers also contribute to the disparity in 
gender for political leadership for high-ranking leadership positions within international 
bureaucracy. The deep-rooted influence of gender norms continues to impact power 
dynamics in stated and unstated ways, mostly due to the fact that gender dynamics that 
disadvantage women are perceived as nonexistent because they are normalized. 
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Understanding how the ‘normal’ way of life impacts a women’s ability to access 
leadership and contribute to her position is a critical way of gauging the “deep structure” 
of gender norms within an organization (Rao et. al 30). 
  The deep-rooted nature of these norms is exemplified in the fact that access to 
channels of leadership are often severely limited to women for a variety of reasons, most 
of which have foundations in social and cultural notions of gender.  Not only are women 
perceived as less legitimate leaders, they defy cultural conceptions of leadership and exist 
outside of the standard social norms and models of leadership. As a result, women are 
perceived as less effective, even if they lead in the exact same way (Eagly) This can be 
damaging to women attempting to climb a hierarchical ladder, as their performance 
reviews may be biased by negative stereotypes (Eagly, Forster, Lyness and Heilman). 
Many women perceive themselves as under-qualified when compared to their male 
counterparts, even if they possess the same accreditations (Fischlmayr 780). Additionally, 
while their male counterparts have successful models of leadership to emulate and 
existing credibility for leadership simply based on their gender, women must navigate 
additional institutional barriers to find themselves in positions that have the potential to 
translate into leadership (Defies, Deurst-Lahti). The gap in expectations about leadership 
versus the reality of women applying to leadership positions is reinforced by 
sociocultural perceptions of typical or appropriate roles for women within bureaucracy 
(D’Agostino, Madell and Phirwani, Rhode). 
These obstacles are present for women attempting to attain high-level leadership 
positions across IOs generally, and the UN System proves no exception. Despite the 
creation of several policies to address the gender gap across the UN System, these 
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measures alone have failed to do so. Though several components of the UN system have 
instituted internal policy efforts to reform the distribution of women within their ranks 
and across subject matter, Charlesworth and Chinkin find that these measures, despite 
their outward attempts at progress, have been largely ineffective due to failings of 
administrative accountability (59). The ability for each agency’s leadership to enforce 
agendas on its own terms results in disparities with regards to the effectiveness of gender 
equality policies, like SWAP or Agenda 50/50 across the UN system.  
As a result, whether or not an organization legitimizes issues of gender equality 
by promoting policies or allocating resources available to advance gender equality 
(access to leadership training, specific funds and protection mechanisms for instances of 
sexual assault and harassment, etc.) is highly dependent on its organizational culture’s 
perception of the importance of the issue. Organizations that attempt to legitimize issues 
of gender, even if they fall beyond the explicit domain of their mandate, play an 
important role of shifting norms of legitimacy surrounding women’s issues (Rao et al.). 
This can take several forms, ranging from allocating financial resources, public 
engagement or awareness, or organizational promotion of gender equality through such 
programs like mainstreaming (Arthur). These measures represent an effort to legitimize 
and acknowledge how “many aspects of gender inequality in the workplace remain 
invisible” (Grosser and Moon 187). Though it may not completely function to create an 
organizational culture conducive to women leaders, it represents an important imitative to 
validate such issues.  
Given the influence organizational culture can have within an IO, the variance 
across the adherence to gender equality policies is highly dependent on individuals: “with 
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very few leadership positions available the importance of gatekeepers, i.e. those who 
appoint leaders, and their willingness to actively pursue and support gender equality, is 
highlighted” (Haack, World’s Largest Men’s Club, 21). Thus, the social priorities of an 
organization are highly determinant in the promotion of gender equality policies. The 
overlooking of these policies due to their difficulty to achieve or departure from an 
agency’s agenda often results in the matter of gender equality being ignored or perceived 
as an extraneous objective (Rao et al.). Overcoming such social obstacles that prevent the 
requisite gender policy enforcement is critical to cracking the glass ceiling and 
maintaining gender equality. Though women may be thought as “appropriate” as 
members of groups or as tokens, social conceptions and norms surrounding leadership 
still function to delegitimize women leaders and ultimately prevent women from having 
the flexibility to move towards higher levels of organizational leadership (Bindi 6). 
However, before even attaining low-level positions within the bureaucracy of IOs 
there are several sociocultural barriers to entry for women. The UN’s explicit mandate to 
prioritize both the merit and the global diversity of its staff makes it difficult to hire 
women from countries where they face more obstacles to attain higher education and 
professional experience that make them viable candidates for high-level professional 
positions (Deurst-Lahti). Given that the UN Charter stipulates the organization must hire 
its staff with an equitable geographical representation, there exists a definitive lack of 
female applicants from all geographic divisions, especially those where women have 
historically been restricted from pursuing higher education and subsequent career 
development, most notably in Africa and Asia (UN Women, 2018). This results in a 
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smaller pool of female applicants for all UN job postings, thus reducing the overall 
number of women that could be selected for high-ranking positions. 
The continued disparity in applicants stems from traditional, societal and systemic 
factors and obstacles: “cultural barriers and ‘traditional’ views about gender roles are 
largely out of the control of companies. However, most companies are in a position to 
promote the interests of women by, for example, insisting on the ‘best person for the job’ 
principle —regardless of gender — and by promoting the interests of women in more 
informal ways” (Forster 88).  The amalgamation of these barriers, derived from social 
and cultural understandings, serve to reinforce the male-centric understandings and 
policies surrounding leadership. This extends to the decisions of high-ranking officials to 
enforce or encourage existing policies within IOs that aim to address gender equality and 
can be influenced by the amount of men who do not perceive equitable representation for 
women as an issue that requires action. The literature illustrates that the combination of 
each of these traits interact to form a single organization’s individual culture (Bindi, 
Bessis, Forster). Given that each IO possess a different set of internal dynamics, each will 
subsequently possess their own unique organizational culture. Therefore, given the 
diversity of factors that can contribute to the internal dynamics of an IO, it is important to 
further understand how key variables will impact the ability of women to attain high-
level leadership positions within IOs.  
Potential Impact of Women in High-Level Leadership Positions Within IOs 
Given that women continue to be underrepresented in the international bureaucracy of 
IOs, the literature argues that integrating women into high-level leadership positions 
could potentially yield many differences in organizational outputs. The presence of 
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women in positions of power provides them with the opportunity to offer unique insights 
into the policymaking process that have traditionally been ignored in favor of male-
centric perspectives and assists organizations in working toward gender equality. Kirsten 
Haack identifies “the effect international norms can have on member states, the presence 
of a woman at the negotiation table or as the voice representing the international 
community may signal to male leaders, especially those of strongly male-dominated 
societies, that women’s participation and women’s issues can not be ignored” (Breaking 
Barriers, 6). Including women into high-level leadership positions plays a significant role 
in influencing the overall functionality of an IO in terms of both its special attention to 
gendered issues and its incorporation into issues across a wide range of organizational 
mandates. 
By working to integrate women’s perspectives into the development and 
implementation of policies and processes, especially those that are specifically designed 
to address women’s issues, the more likely it is that these will reflect and best serve 
women themselves (Rhode). With women already comprising a larger share of the global 
population than men, the lack of representation within international bureaucracy 
represents a stubborn obstacle towards creating organizations that are representative of 
current global demographics. Especially when such organizations address issues pertinent 
to women, the exclusion of women from the highest level of the conversation ensures that 
the results will not be truly representative of women’s interests.  As Deurst-Lahti 
elucidates, “leadership, like other processes, is gendered. Leadership of and in 
institutions, like other institutionalized practices and the institutional structures 
themselves, is also gendered...These processes, practices, structures, and institutions exist 
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within hierarchies of power, including gender hierarchies that generally privilege men 
over women” (2). As a result, the formalized and sociocultural exclusion of women from 
decision making processes limits the integration of female perspectives in the creation 
and development of IO policy outputs. 
Representation of women within high-level leadership positions plays a critical 
role in legitimizing organizational action regarding gender and shifting existing norms 
surrounding leadership. The exclusion of women from organizations like the UN, which 
claim to represent all the peoples of the world, raise questions regarding the legitimacy of 
the organization (Charlesworth and Chinkin). Medha Nanivadekar furthers identifies the 
impact of underrepresentation as problematic for IOs, stating that “the 
underrepresentation of women in positions of power influences how they are perceived 
by society. The perception about women as a powerless category gets translated into 
actions that lead to gender-based violence and perpetuates the subjugation of women” 
(293).  Exclusion of women from positions of influence propagates problematic systems 
and norms that work to further discriminate against them. At its most passive, this 
exclusion can manifest as IOs forgoing women for leadership positions, and at its most 
toxic, it is embodied as outright discrimination and harm against women. Normalizing the 
political and bureaucratic engagement of women works to ensure these narratives of 
exclusion are countered through both visibility and substantive influence of women in 
leadership positions. Haack also notes that “the participation and representation of 
women not only symbolizes greater legitimacy of public institutions, but also changes 
people’s understanding of politics as a man’s domain” (Breaking Barriers, 6). The 
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legitimacy of such organizations is bolstered in contributing and formulating policy 
regarding women’s issues when such ideas actually come from women. 
Additionally, the relevant literature illustrates that social influence and privilege 
play integral roles in determining who has access to high-level leadership positions 
within international bureaucracies. This access issue is rooted in the fact that women and 
men are positioned differently in social, economic, and political structures. The 
prevalence of male-driven and male-centric leadership suggests that gender equality 
cannot be achieved without including women as policy-makers and without considering 
the gendered implications of all public policies (Krook).  The existence of biases against 
women in leadership function to limit women’s ability to model themselves as leaders 
and to succeed within leadership positions (Charlesworth and Chinkin, Deurst-Lahti, 
Haack). This reflects the potential impact of women within visible and effective positions 
of leadership. Even among the growing participation of women within various 
components of international relations, the IO realm continues to lag behind in its lack of 
visible and influential female leadership (Bindi). 
Gender-Relevant Mechanisms Within Institutional Dynamics of IOs 
Given the deep-rooted nature of gender norms, the literature indicates that the 
significance of sociocultural perceptions of gender and leadership should be accounted 
for in analyzing the ability of women to access high-ranking leadership positions within 
international bureaucracies. Such research also indicates that the influence of formalized 
and institutional barriers should be accounted for in understanding why women remain 
underrepresented in high-ranking leadership positions across IOs. The manifestation of 
negative perceptions surrounding women leaders takes both the clearly restrictive 
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approach evidenced within formalized, institutional measures and in deeply-rooted social 
and cultural practices and norms. Building out of the generalized institutional and 
sociocultural barriers, the literature illustrates three prominent obstacles to women 
attaining high-level leadership positions. Synthesizing the existing relevant literature, this 
work identifies organizational culture, organizational structure, and the internal gender 
equality policies of an IO as particularly influential in impacting the ability for women in 
international bureaucracies to attain high-level positions. The organizational structure and 
internal gender equality policies of an IO are institutional mechanisms because they rely 
on institutional or structural elements to limit women from accessing such positions, 
while organizational culture is a sociocultural mechanism due to the fact that it possesses 
no formal restriction, yet still limits women from such positions.   
Institutionalized Mechanisms: Internal Policies on Gender Equality 
As mentioned in the Introduction of this research, there have been several previous 
attempts within the UN System to effectively address the gender gap across high-ranking 
bureaucratic positions. Beyond the overarching system-wide efforts at gender 
mainstreaming, each of the subsidiary agencies and organizations also possesses its own 
individual protocols regarding hiring, inclusivity, special provisions, and protections for 
female international civil servants. In working to analyze such policies, it is fruitful to 
utilize Rao et al.’s definition, which states internal policies on gender equality can be 
understood “as whether or not there are policies in place to advance gender equality or if 
existing policies are gender discriminatory and need to be changed” for specific agencies 
(2016, 30). This definition includes the policies that an individual IO possesses, including 
its existing, accessible internal policies for gender equality ranging from equity and 
 
 53 
promotion of women within the hiring process, to parental leave and family flexibility, 
among other factors (see also: Bessis and Rhode).   
Given the influence these policies can have on the experiences of women within 
IOs, the literature indicates it is necessary to account for how deviations among gender 
equality policies serve to influence how women can attain high-ranking positions within 
IOs. Several of these works indicate that gender-equity based policies contribute towards 
making high-level leadership positions accessible to women (Bindi, Defies, 
Krook).  Further, the widespread institutional promotion of gender equity and the 
inclusion of internal gender-relevant policies together are also understood as influential in 
women’s ability to attain high-level positions within IOs (Charlesworth and Chinkin, 
Defies, Haack). 
Institutional Mechanisms: Organizational Structure 
The vertical and horizontal specialization of bureaucracy can serve as a limiting factor for 
women attempting to attain high-level positions within IOs. As a result, it is useful to 
understand the role that institutional structure plays in determining how women can 
navigate the different dimensions of an IO. Organizational structure can be 
conceptualized as the design of systems within each IO, including its organizational 
hierarchy and division of bureaucratic offices (Trondal et al). Understanding 
organizational structure illustrates the potential mobility of women within an IO by 
identifying the range of positions available and any potential mechanisms that may be 




The existing literature emphasizes how an organization’s structure can be a 
limitation on women within IOs (Bessis, Garner, Haack). Several authors argue that 
organizational frameworks are a primary factor in determining the ability for women to 
access leadership positions within IOs (Charlesworth and Chinkin, Forester, Haack). 
Specifically, by creating specialized departments that distinguish between gendered and 
non-gendered areas, these organizational structures can reinforce existing dynamics 
where women are viewed as less viable options for leadership due to their work in 
traditionally feminine areas (Deurst-Lahti, Painter-Morland). Additionally, examining 
whether an IO’s design accounts for gender policy enforcement through a specialized 
office or position, serves as an important indicator as to the status of women within its 
ranks (Charlesworth and Chinkin). An IO’s bureaucratic processes and hierarchical 
arrangements are determinants in whether or not such systems are effective in allowing 
women the institutional mobility to access high-level leadership positions inside a given 
organization. The literature clearly illustrates that organizational design impacts the 
ability for women to attain high-level positions in international bureaucracy, in promoting 
their interests or restricting their mobility. 
Sociocultural Mechanisms: Organizational Culture 
Beyond the formalized barriers that restrict women from attaining high-level positions 
within international bureaucracy, the presence of sociocultural barriers embedded within 
IOs also serves to limit their progress. The organizational culture of an individual IO, 
which can be understood as the organization’s openness to norms of female 
empowerment and the degree of legitimacy surrounding issues of gender equality, is 
noted as a highly influential factor in the ability for women to attain high-level positions 
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within IOs (Charlesworth and Chinkin, Krook and True, Rao et. al). Organizational 
openness to women in leadership is indicative of many larger issues surrounding norms 
of gender and leadership previously discussed within this chapter (Haack, Forster). The 
social and cultural implications of the “deep structure” of gender norms is acknowledged 
as influential on the ability of women to attain high-level leadership positions within a 
given organization, as it functions to normalize specific behaviors and actions based on 
gender, often to the degree that they become unspoken assumptions (Rao et. al). 
    The literature clearly indicates the impact of organizational culture on women’s 
ability to navigate political spaces (Rao et. al, Rhode, True and Mindtrom). When 
organizations or governments are willing to integrate more women into positions of 
leadership, this results in a growing presence of gender issues and empowerment 
protocols, as shifting perceptions surrounding leadership and women can offer 
opportunities for further growth (Haack, Rhode).  An organization’s cultural perceptions 
regarding gender and leadership has been shown in the literature to be an important factor 
in the ability of women to attain high-ranking leadership positions inside an international 
bureaucracy (Rao et al, Deurst-Lahti, Nanivadeker). These differentiations among 
organizational culture are strongly impacted by the deeply embedded systems of gender 
and personal traits and beliefs. Thus, it is evident that a given IO’s organizational culture 
can be highly influential in effecting the ability of women to attain high-level leadership 
positions. 
Conclusion 
Based upon the literature examined within this chapter, several arguments can be formed 
relevant to the research question guiding this work. Building out of research on gender 
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and leadership and the relevant IO scholarship, it is clear that women’s ability to attain 
high-level leadership positions within international bureaucracy is impacted by gender-
based norms and perceptions of leadership, which manifest as sociocultural and 
institutional barriers (Haack, Mandell and Pherwani). The literature on gender and 
leadership specifically illustrates that women in leadership positions are critiqued more 
harshly than their male counterparts (Eagly, Lyness and Heilman). Biased perceptions 
against female leadership, and more generally, towards women in positions of authority, 
take the shape of a range of institutionalized and sociocultural barriers across 
organizations (Eagly et. al, Lyness and Heilman, Stevens). The existence of these biases 
then functions to limit women’s ability to model themselves as leaders and succeed 
within leadership positions (Charlesworth and Chinkin, Deurst-Lahti, Haack). These 
barriers formally limit both the areas in which women can be leaders and their ability to 
navigate hierarchal organized systems to enter into high-ranking positions within 
international bureaucracy. Therefore, it can be expected that these sociocultural and 
institutional factors impact the ability for women to obtain positions of leadership within 
IOs. 
Given that the literature identifies both institutional factors and sociocultural 
factors as influential in determining the ability for women to access high-ranking 
leadership positions within the context of IOs, it is necessary to explore the effect of these 
mechanisms on the ability of women to attain high-level leadership positions 
(Carlesworth and Chinkin, Forester, Haack). Although there is robust discussion 
regarding factors that influence the ability of women to attain positions of leadership 
throughout the existing literature, all potential causal mechanisms identified are either 
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sociocultural or institutional barriers.  Within these categories, three specific gender-
relevant mechanisms stand out in the literature as the most important determinants of the 
ability of female employees to access positions of leadership in IOs. Several facets of the 
literature identify the institutional promotion of gender equity through hierarchal mobility 
and the inclusion of internal gender equality policies are important towards further 
improving women’s ability to attain high-level bureaucratic leadership positions within 
IOs (Charlesworth and Chinkin, Defies, Haack).  
The organizational culture of an IO is deeply rooted in the same biased norms and 
perceptions that contribute to the formation of institutional obstacles, including lacking 
policies to promote gender equality or the development of organizational structures that 
are not conducive to women attaining high-level leadership positions (Deurst-Lahti, 
Haack, Rao et. al). The influential dynamics of these variables is based upon findings in 
the relevant literature, which emphasize how sociocultural barriers to leadership for 
women strengthen institutional barriers and vice versa (Bindi, Fischlmayr, Rhode). Thus, 
an IO’s organizational culture, internal gender equality policies and organizational 
structure are identified as the most prominent and influential variables impacting the 
ability of women to attain high-ranking leadership positions in international 
bureaucracies. 
Given the influence of sociocultural and institutional mechanisms on the ability of 
women to attain high-level leadership positions, it can be expected that if barriers to high-
level leadership positions within IOs for women are reduced, then women should have a 
greater ability to access such positions (Bindi, Haack). The literature indicates that IOs 
that have more explicit policies to promote gender equality, flexible organizational 
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structures that allow for upward mobility, and positive and progressive organizational 
cultures, should see a greater ability of women to attain high-level leadership positions. 
This is rooted in the idea that these factors will function to assist female IO employees in 
overcoming the range of institutional and sociocultural barriers by aiding in providing 
solid institutionalized and formal measures that prioritize gender equality while aiming to 
negate existing social biases (Charlesworth and Chinkin, Haack). Such measures will 
allow female employees to more easily access positions of high-ranking leadership by 
providing effective methods and resources for women to overcome both sociocultural and 
institutional obstacles within a given IO. If the aforementioned shifts in the internal 
dynamics of an IO occur, then it is expected that the institutional and sociocultural 
barriers will be less effective in hindering women from accessing positions of high-
ranking leadership. It is then expected that institutional mechanisms can be independently 
influential in influencing the ability of women to attain high-level leadership positions. 
Therefore, this work argues that an increase in the inclusion of gender-relevant 
institutional mechanisms within the internal dynamics of an IO will increase the ability 
for the female employees of said organization to attain high-level leadership positions.  
Based upon the aforementioned literature, this work hypothesizes that the 
presence of organizational structures that promote gender equality within international 
organizations will increase the ability for female employees of said IO to attain high-
ranking leadership positions. Additionally, this work also predicts that the presence of 
gender-equity focused policies will increase the ability for female employees of an IO to 
attain high-level leadership positions within an international bureaucracy. Therefore, this 
work combines these hypotheses to argue if there is a presence of both an institutional 
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structure that promotes gender equality and the presence of gender-focused policies 
within an IO, then there will be a greater positive influence in the ability for female 
employees of said IO to attain high-ranking leadership positions within its bureaucracy 
than there would for the presence of a single independent variable. Seeing as there is an 
anticipated strengthened effect on the dependent variable through the combined presence 
of both institutional mechanisms, the presence or absence of gender equality policies and 
the conduciveness to female leadership of an IO’s organizational structure can be 
understood as equally impactful in their effect on the dependent variable. Again, the 
literature notes these variables as the most influential in affecting the ability of women to 
attain high-level leadership positions, so isolating the two institutional mechanisms 
proves fruitful to better understanding the predicted relationship.  
This work will seek to test the specific hypothesis by isolating the effect of the 
institutional obstacles on the ability of women to attain high-level leadership positions 
within IOs by controlling the case selection process to ensure all cases studied have an 
“open” organizational culture. This approach will determine whether or not institutional 
barriers remain influential in determining the ability of women to access such positions if 
an IO is understood as having an organizational culture that is “open” to female 
leadership yet still lacks significant women in its high-level leadership positions. 
Therefore, controlling for organizational culture by only choosing to examine IOs that 
have organizational cultures coded as “open” to female leadership aids in clarifying the 
influence of institutional factors on the dependent variable.  
To summarize, this research hypothesizes that an increase in the gender-relevant 
mechanisms of an IO will improve the ability of women to attain high-level leadership 
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positions within their bureaucracies. Through synthesizing the existing literature, it is 
evident that internal gender equality policies, organizational structure, and organizational 
culture play significant roles in affecting this overarching theoretical relationship. When 
combined, organizational structure and internal gender equality policies are expected to 
yield the greatest increase in the dependent variable. In order to test this, a specified 
hypothesis isolating the effects of these institutional mechanisms on the ability of women 




Chapter IV: Methodology -  Relationships, Operationalization and Case Selection 
 
Introduction 
In answering how do the internal dynamics of IOs affect the ability of women to attain 
high-ranking professional positions within international secretariats, the preceding 
chapter identified a range of gender-relevant mechanisms that impact the ability of 
women to attain such positions.  To examine the effect of such gender relevant 
mechanisms, this study establishes the overarching theoretical argument that if the 
internal dynamics (defined as the range of gender-relevant policies, organizational 
structure, and organizational culture) of an international organization include more 
gender-relevant mechanisms, then there will be an increase in the ability of women to 
attain high-level leadership positions. In order to test this relationship, this work will 
control for organizational culture to focus on understanding the influence of institutional 
gender-relevant mechanisms (an IO’s organizational structure and its internal gender 
equality policies) on the ability of women to attain high-level leadership positions. Based 
upon this argument, this study hypothesizes that the presence of these specific 
institutional mechanisms will improve the ability of women to attain high-level 
leadership positions within IOs.  
 In order to test the specified hypothesis regarding the role of institutional 
mechanisms, this chapter outlines a methodology rooted in the influential factors 
identified by the existing literature. This methodological framework establishes variation 
across the organizational culture of IOs, specifically with an organization being “open” or 
“closed” to female empowerment. By isolating and controlling case selection by choosing 
only IOs which have an “open” organizational culture, linking the organizational culture 
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to the ability of women to attain high-level leadership positions for each IO will allow for 
the isolation of the effects of the institutional mechanisms of organizational structure and 
internal gender equality policies. Once cases are coded as having a maximum openness 
for organizational culture, variation across each IO’s dependent variable can be 
evaluated. This analysis consists of coding IO traits and reviewing semi-structured 
interviews conducted with case study organization’s staff members. The existence of 
variation in ability of women to attain high-ranking leadership positions across each case 
study despite controlling for organizational culture indicates the influence of institutional 
mechanisms on the dependent variable. Thus, the impact of organizational structure and 
internal gender equality policies for IOs with the same organizational culture will be 
tested to explain variation of the ability of women to attain high-level leadership 
positions. This chapter concludes by predicting the relationship between each case 
study’s dependent and independent variables and assigning each IO case a predicted trait 
composition to be tested in the succeeding chapters.  
Anticipated Relationships 
The independent variable in the overarching hypothesis, the internal dynamics of IOs, can 
be understood as comprised of the organizational structure, range of gender-relevant 
policies, and organizational culture. The argument that these factors are theorized to have 
an influential effect on the dependent variable is based on the notion that the components 
that comprise an IO’s internal dynamics, or the organizational structure, presence of 
absence of gender equality policies, and organizational culture are identified by the 
literature as the most significant factors that affect the outcome of interest. These 
mechanisms are mutually reinforcing in their ability to influence the dependent variable. 
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Thus, if there are more mechanisms in place within an IO to promote gender equality 
across the internal dynamics of an IO, theoretically, there will be a greater ability for 
women to attain high-level leadership positions. This overarching theoretical argument is 
depicted below. 
Figure 4.1: Overarching Hypothesis 
 
Rather than investigate the overarching theoretical hypothesis, this work takes a 
specific approach to examining the effect of gender-relevant mechanisms on the ability 
for women to attain high-level leadership positions. Given that the relevant literature 
emphasizes the mutually reinforcing nature of both institutional and sociocultural 
mechanisms in affecting the ability of women to attain such positions, this work utilizes a 
methodological design that controls for sociocultural mechanisms and isolates the 
influence organizational structure and internal gender equality policies on the dependent 
variable. This serves to specifically identify the influence of institutional mechanisms.  
Based upon the aforementioned literature, this work hypothesizes that the 
presence of organizational structures that promote gender equality within international 
organizations will increase the ability for female employees of said IO to attain high-
ranking leadership positions. Additionally, it is predicted that the presence of gender-
equity focused policies will increase the ability for female employees of an IO to attain 
high-level leadership positions within the bureaucracy. Finally, it is hypothesized if there 
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is a presence of both an institutional structure that promotes gender equality and the 
presence of gender-focused policies within an IO, then there will be a higher positive 
influence in the ability for female employees of said IO to attain high-ranking leadership 
positions within its bureaucracy than there would for the presence of a single independent 
variable.  
Seeing as that there exists a mutually reinforcing relationship across 
organizational culture, the presence or absence of gender equality policies, and the 
conduciveness to female leadership within an IOs organizational structure, these 
variables can be understood as all influential in their effect on the dependent variable. 
Again, the literature notes these variables as highly influential in affecting the ability of 
women to attain high-level leadership positions, so isolating the two institutional 
mechanisms proves fruitful to better understanding the predicted relationship.  However, 
despite the theoretical argument of such variables having an interactive effect, this work 
will seek to test its hypothesis by isolating the institutional obstacles to the ability of 
women to attain high-level leadership positions within IOs. This will allow it to be 
determined that if an organization is understood as having an organizational culture that 
is open to female leadership yet still lacks significant women in its high-level leadership 
positions, whether or not institutional barriers remain influential in determining the 
ability of women to access such positions. Therefore, controlling for organizational 
culture by only choosing to examine IOs that have organizational cultures coded as open 
to female leadership aids in clarifying the influence of institutional factors on the 
dependent variable.  
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For IO cases that have “open” organizational cultures but in which women still 
struggle to attain high-level leadership positions, isolating out the institutional barriers to 
gender equality illustrates that the combined effect of institutional mechanisms within an 
IO is also influential in affecting the dependent variable.  Doing so will minimize any 
confounding effect that variations in organizational culture would have on the influence 
of organizational structure and the presence of internal gender equality policies. This 
approach allows for the influence of organizational culture to be acknowledged as an 
influential factor on the ability of women to attain high-level leadership positions. 
Isolating the influence of the independent variables also allows for specificity in the 
examination of how the combination of both internal gender equality policies and 
organizational structure influence the dependent variable. The relationship between 
independent and dependent variables identified in the overarching hypothesis is specified 
by examining the combined effect of both organizational structure and the internal gender 
policies of an IO. This model is depicted in Figure 4.2.  








Ability for women 





Presence of internal 
gender-equality  












Presence of both 
organizational 
structure conducive 
to women attaining 
high-level leadership 
positions and internal 
gender equality 
policies in IOs 
 
 66 
Operationalization of Variables 
In analyzing an IO’s organizational structure, internal gender equality policies, and the 
ability of women to attain high-level leadership positions, such variables must be 
measured and understood based upon clear, observable criteria.  This section details the 
protocols used to assign codes to each of the variables in order to execute the 
operationalized relationship between variables as predicted in the specified relationship 
depicted in the hypothesis (Figure 2). In doing so, this section elaborates on the process 
used to assess organizational culture, organizational structure, and internal gender 
equality policies. The combined trait conditions used to for case selection and the 
predicted outcomes for each IO trait condition based upon the relationships outlined in 
the hypothesis are also detailed.   
Organizational Culture  
Organizational culture can be understood as the manifestation of social norms and 
perceptions that manifest as an organization’s openness to norms of female 
empowerment and the degree of legitimacy surrounding issues of gender equality. In 
order to control for organizational culture to best evaluate the impact that formalized 
mechanisms have on the ability of women to attain high level leadership positions, this 
variable must be clearly understood and easily identifiable. Within this work, an 
organizational culture is coded as either “open” or “closed” to female empowerment. The 
coding of organizational culture as either “open” or “closed” is  predicated upon three 
primary criteria. Whether or not a designated portion of an IO’s budget is allocated to 
gender equality as a reflection of its dedication to the issue, whether or not its regular 
publications account for gender as a means legitimizing the issue within their mandate, 
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and the presence or absence of public efforts to engage with gender equality through 
public statements are factors used to determine the openness of an IOs organizational 
culture as an indication as a top-down effort to integrate gendered perspectives into the 
organizational culture. 
An IO is coded as having a budget contribution to gender equality “present” if 
there is a specific clause within its annual programming budget allocated to specific 
gender equality programming, and “absent” if there is less. Though this number may 
seem miniscule, many IOs designate no specific funding for gender equality. 
Additionally, in multi-million-dollar budgets, a 1% allocation may significant enough to 
ensure programing. The designation of funds specifically to address gender equality is 
reflective of organizational culture because it illustrates legitimization of the issue if an 
IO is willing to direct funds away from its mandated area to address the issue.  
An IO is coded as having gender engagement “present” or “absent” by evaluating 
the percentage of publications an IO releases that address or account for gender in some 
capacity within the framework of its mandated efforts. This represents an integration of 
gendered perspectives into the work of an IO and an openness to and legitimization of 
gender equality. If an IO has within the last full year issued a designated publication 
addressing gendered issues within its mandate, this is coded as “present”. If no such 
publication has been issued, this is coded as “absent.”  
Finally, public engagement with gender equality by an IO is coded as either 
“present” or “absent” depending upon the whether or not the executive head has made 
public efforts to acknowledge gender equality through publicly released statements as a 
means of engaging and legitimizing such issues. This represents an important step in 
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utilizing hierarchical structures to influence organizational culture. The executive head 
functions as an embodiment of the norms and values of an IO. Thus, if an executive head 
uses their role as the figurehead is utilized to promote an agenda of gender equality, it can 
be understood as a representation of an IO’s organizational culture and the organization’s 
norms surrounding the issues. If the executive head has mentioned gender equality in a 
public statement within the last year, this criterion is coded as “present,” and if not, 
“absent.”  
These three factors are combined to assess the overall organizational culture of an 
IO. The total determined by calculating the overall level by totaling the number of 
present and absent scores. The majority number of “present” and “absent” scores will 
determine the assessment of organizational culture. If an IO has two present scores and 
one absent score, it still receives an overall ranking of a “open” organizational culture to 
female empowerment or leadership and legitimization of gender equality issues. The 
same principle will be applied to an IO that scores “absent” for two factors, and it 
receives an overall score of “closed” organizational culture. For IOs that score 
consistently across all three factors, they are coded as “open” for having such criteria 
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Organizational structure is operationalized as “conducive” or “non-conducive” to the 
ability of women to attain high level leadership positions based upon several primary 
factors identified as pertinent within the existing literature. The determination of whether 
or not an organizational structure is conducive or not to women attaining high-level 
leadership positions within an IO’s internal bureaucracy is determined by the ratio of 
female employees relative to the Secretariat, the presence or absence of organizational 
components designed to enforce gender equality policies (separate from the policies 
themselves), and the ability of women to access hierarchical promotions. Each of these 
factors will be coded as “present” or “absent” depending on its respective characteristics.  
Analyzing the role of subject and gender-based assignments in staff distribution is 
important for determining the conduciveness of an IO’s organizational structure to 
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women attaining high-ranking leadership positions. This seeks to examine the placement 
of women within organizational structures and assess the pool of women that possess the 
possibility of entering into high-level leadership positions because of their current 
placement within the organization. The percentage of women in mid-level positions a 
selected agency is then be compared to the overall percentage of women in mid-level 
positions within the UN Secretariat.  For organizations within 10% of gender parity, they 
are coded as having equal gender dispersion “present”, and for those that do not, 
“absent.”  
In moving from assessing the pool of women for eligible for promotion, the next 
step is to assess the opportunity of women to actually attain high-level leadership 
positions. In order to do so, the ability of women to access high-ranking leadership 
positions is determined by evaluating the promotion potential of all positions within an 
agency that lead directly to high-level leadership positions in an effort to understand the 
opportunity for upward mobility for women in mid-level positions within a given 
organizational structure. This is operationalized as the percentage of mid-level positions 
which, if the individual within the position received a direct single hierarchal promotion 
within the structure of an IO, would be classified as occupying a high-ranking leadership 
position. This measures the ability of women to internally access high-ranking leadership 
positions through direct, internal promotions as a means of entering into the echelon of 
high-level leadership positions from places lower in the hierarchy of the organization. An 
IO is coded as having access to internal hierarchal mobility for women as “present” if the 
percentage of mid-level positions that lead directly to high-level leadership positions is 
over 50%, and “absent” if the percentage falls below this threshold.  
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An IO’s organizational structural mechanisms for enforcement is determined as 
“present” if there is an explicit organizational subset devoted to enforcing accountability 
to gender equality policies and “absent” if there is not. This includes the presence of 
specified offices or departments that handle accountability and enforcement of gender 
equality initiatives within an IO’s organizational structure where complaints can be 
brought or that focuses on executing the objectives outlined within such policies. These 
offices are coded as present even if they fall under a non-gender relevant department. 
This criterion attempts to gauge the degree of legitimate enforcement of gender equality 
policies in IOs by evaluating whether or not there are structural provisions to ensure such 
policies are enforced. 
The overall code for the IO’s level of conduciveness to high-level leadership 
within its bureaucracy is determined by calculating the overall level by totaling the 
number of present and absent scores. If an IO has two present scores and one absent 
score, it still receives san overall ranking of a “conducive” structure to women attaining 
high-level leadership positions within its bureaucracy because it fulfills the majority of 
requirements. The same principle will be applied to an IO that scores “absent” for two 
factors, and it receives an overall score of “non-conducive” organizational structure for 








Table 4.4: Trait Assignment Matrix for Organizational Structure 
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Internal Gender Equality Policies  
Another independent variable, the presence of internal gender equality policies 
within an IO will also be coded to gauge its influence on the dependent variable. An IO is 
coded as having a “high” presence of gender-relevant policies or “low” presence of 
internal gender equality policies according to the following criteria identified within the 
preceding chapter. The initial and most important determinant of this criteria is if an IO 
has organization-specific protocols and policies in addition to existing UN system-wide 
gender equality policies. If an IO has organization-specific policies, the organization will 
be coded as having specific policies “present,” it is eligible to be further analyzed for 
specific policy components. If an IO does not have organization-specific policies, it is 
coded as such policies being “absent.” This is because IO does not have specific policies, 
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it is automatically coded as having a “low” presence of gender-relevant policies, seeing 
as non-existent policies cannot meet the specific policy content requirements. The 
criterion functions to gauge whether or not an IO has taken additional measures beyond 
those mandated from its advisory body to work to intentionally address gender equality 
within its purview.  
For IOs that do have specific internal gender equality policies, the content of these 
policies will be analyzed for relevance and applicability for women to attain high-level 
leadership positions within IO’s bureaucracies. Within IOs that do possess specialized 
gender equality policies, they are examined for the range of content they address. 
Specifically, this work determines the range of an IO’s internal gender equality policies 
by identifying if a diverse range of factors of gender equality are “present” or “absent” 
given the importance of such provisions to women’s ability to attain high-level leadership 
positions within international bureaucracies.  
Thus, each IO’s internal gender equality policies are reviewed individually for the 
each of the following factors: inclusion of family accommodations, mobility within the 
organizational structure, and recourse for gender-based harassment. Family 
accommodations can be understood as specialized policies for paternal or maternal leave 
or addressing child care. Mobility within the organizational structure is operationalized as 
explicit internal hiring or promotion policies that promote IO employees over outside 
hires. Finally, recourse for gender-based harassment is understood as including policies 
that outline a process for reporting or administrative recourse process for victims of 
gender-based harassment. If these policies are identified within an IO, the diverse range 
of factors is coded as “present” and if they are not, the policies will be coded as “absent.”  
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For IOs that do have specific internal gender equality policies “present” but fail to 
include provisions for at least two of the three factors identified as necessary to a diverse 
range of policies, such organizations coded as having a “low” presence of gender-
relevant policies. An IO that does possess both agency-specific policies and at least two 
of the three policy areas identified for the diversity requirement is coded as having a 
“high” presence of gender-relevant policies. The criteria and assignations for an IO’s 
traits across each of these variables is depicted in the summary tables below. 
Table 4.5: Trait Assignment Matrix for Internal Policies on Gender Equality  
















































































Combining Independent Variables for Trait Assignment 
By combining the level of gender-relevant policies present and the conduciveness of an 
IO’s organizational structure, these two variable codes will be combined to create four 
possible trait conditions for an IO. These are as follows: an organizational structure that 
is conducive to women attaining high-ranking leadership positions and a high presence of 
internal gender equality policies, an organizational structure that is conducive to women 
attaining high-ranking leadership positions and a low presence of internal gender equality 
policies, an organizational structure that is non-conducive to women attaining high-
ranking leadership positions and a high presence of internal gender equality policies, and 
an organizational structure that is non-conducive to women attaining high-ranking 
leadership positions and a low presence of internal gender equality policies. IOs will be 
identified as one of each of the four conditions dependent upon the characteristics 
outlined.  
Utilizing the percentage of women in high-ranking leadership positions within the 
UN Secretariat as the baseline, these trait conditions are predicted to have different 
impact levels. The greatest impact will be the furthest positive distance from the 
Secretariat’s baseline, an intermediate impact will be the closest, most approximate to the 
mean, and the lowest will be the furthest negative distance from the mean. In analyzing 
the overarching theoretical relationship, this work argues that IOs with a high presence of 
internal gender equality policies and organizational structure that is conducive to women 
attaining high-ranking leadership positions  Will have the greatest predicted impact on 
the dependent variable, while IOs with a  low presence of internal gender equality 
policies and an organizational structure that is non-conducive to women attaining high-
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ranking leadership positions  will have the lowest impact on the dependent variable. 
Building out of the existing literature, this work argues that both organizational structure 
and the presence of internal gender equality policies are equally influential in affecting 
the ability of women to attain high-level leadership positions. Thus, this work predicts 
that trait conditions that only have one independent variable present will yield and 
intermediate impact on the dependent variable and that these effects should be the same 
given the equal influence of both institutional mechanisms. These four predicted trait 
conditions are depicted below. 
Table 4.6: IO Trait Conditions and Predicted Effect on Dependent Variable 
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Dependent Variable Operationalization  
The dependent variable is the ability of women to attain high-ranking leadership positions 
and is operationalized as the percentage of women in executive head leadership positions. 
These can be understood as any woman holding as Professional Level 4 (P4) to Director 
Level 2 (D2) positions within each of the IOs utilized within case studies. This is because 
these positions are high-ranking leadership positions according the UN’s own 
categorization without infringing into the domain of executive heads. P4 to D2 level 
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positions can be understood as high-ranking leadership positions because they “require 
judgment in analyzing and evaluating problems as well as in decision-making involving 
discretionary choices between alternative courses of action” (UN Careers). These 
professional positions require extensive experience and individuals within these positions 
are “expected to provide leadership in formulating and implementing the substantive 
work programme of an office, determine priorities, and allocate resources for the 
completion of outputs and their timely delivery,” fulfilling the responsibilities identified 
of individual leaders within bureaucracy within the theoretical foundations of this work 
(UN Careers). The dependent variable will be evaluated following the coding of the 
independent variables in Chapter V. A graphic depiction of the career hierarchy of the 
UN System is included below.  
Table 4.7: Hierarchy of UN System Staff Positions  
Position Title Ranking 




Director (D)-1 Senior 
D-2 Senior 
Source: UN Careers 
Variation within the dependent variable is measured in comparison to baseline 
percentages of women in high-ranking leadership positions. This is achieved through 
analyzing the existing data compiled through UN Women’s 2015 reporting to determine 
how each case would conceivably fit into the case trait condition matrix. The baseline 
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percentage of women in high-ranking leadership positions within the entire UN System 
Secretariat is 36.7%, thus the percentages of each organization analyzed can be 
understood relative to the System’s overarching bureaucracy. Additionally, the average 
across the 35 UN System agencies for whom data was recorded by UN women, the 
average percentage of women in high-ranking leadership positions is 38.8% (UN 
Women). The variation of each organization in relation to these baselines can be 
understood according to the high or low impact on the dependent variable relative to the 
baseline percentages described in the previous section.  
Justification for Case Study Methodology 
To effectively investigate the aforementioned arguments, this work employs a mixed-
method approach, part of which includes the execution of comparative case studies. 
Specifically, a most similar systems design will be utilized in order to control for an IO’s 
organizational culture and isolate the effect of the institutional barriers to gender equality. 
The method of comparative case study follows the design outlined within Kaarbo and 
Beasley’s work, in which data is systematically compared in order to ensure rigor and 
continuity (380). This approach is best suited to this inquiry given that it seeks to 
understand the impact of several different interacting variables and their manifestation in 
IOs and the resulting influence on the ability of women to attain high-ranking positions 
within international bureaucracies. Additionally, the lack of existing frameworks for 
study of bases of evidence best lends itself to a “plausibility probe”, in which research 
aims to discern “whether an empirical instance of a particular phenomenon can be 
reasonably found, whether the operationalizations of key variables are in concert with the 
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data available, and/or whether the posited relationship or relationships between and 
among variables are consistent with expectations” (Kaarbo and Beasely 375).  
The case study approach is best suited to the inquiry of this work as it seeks to 
determine the presence of a relationship between the various independent variables and 
ability of women to attain high-level leadership positions within international 
bureaucracies. The case studies in this work will solely examine IOs under the umbrella 
of the UN System to control for confounding variables and provide the closest 
comparative analysis possible. Not only is this rooted in the notion of observing and 
analyzing one of the largest and most influential IOs in the contemporary international 
system, this is a deliberate decision to further internal validity by comparing across 
agencies all overseen by the same organizational umbrella. By ensuring that all cases 
examined within this work fall under the purview of the same primary organization, it 
minimizes extraneous or interfering variables.  
Additionally, given the small-n nature of this work, the internal validity of 
information provided by the UN System provides a high level of reliability. The decision 
to study UN System agencies still provides great room for variance in terms of the scope 
and mandate of the IOs that fall under its organizational umbrella, allowing for fruitful 
analysis without sacrificing validity through cross-organizational study. Given that this 
area of inquiry has previously been understudied, the most appropriate way to examine 
the impact of the independent variables is through cases that are carefully selected and 
controlled to ensure that they fulfill all criteria for trait conditions mentioned above. By 
working to isolate the effects of an IOs organizational structure through controlling for 
organizational culture and the organizational umbrella of the UN that all cases selected 
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for analysis in this work will share, it maximizes the ability for the nature of the 
relationship between the independent and dependent variables to be seen most clearly. 
This work will utilize the aforementioned method of most-similar systems comparative 
case study to evaluate several hypotheses. 
 Case Selection 
In order to accurately assess the impact of an IO’s organizational structure and internal 
gender equality policies on the ability of women to attain high-level leadership positions, 
a number of case studies will be conducted. Four cases, each corresponding to the trait 
condition matrix depicted in Table 3.4 have been selected given their predicted 
compliance with each of the trait conditions described based upon the percentage of 
women in high-ranking leadership positions in each of their bureaucracies.  
 Each of the cases were selected with the purpose of controlling for organizational 
culture. The following chapter details the process coding each case study and illustrates 
how all cases have the maximum openness of an organizational culture by fulfilling all 
three of the necessary criteria. This was a strategic choice in order to specifically isolate 
the effect of the institutional mechanisms of the selected IOs. Coding each organization 
was completed in accordance with the scheme detailed within this chapter. The data 
utilized to determine the organizational culture trait condition was collected from the 
annual budget publications of each agency, its 2017 publications, and the press page of its 
official website to track executive head statements. Since each of the organizations 
studied within this work have organizational cultures open to female empowerment, it is 
then expected that this should be reflected in the dependent variable with women having 
a greater ability to attain high-ranking leadership positions. Seeing as these organizations 
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do not all fulfill this expectation, it then allows for a clear analysis of the role of 
institutional mechanisms on the ability of women to attain such positions in each 
organization. This specifically allows for the variation across each case study to be 
examined for its observable difference in relation to the baseline of women in high-
ranking leadership positions in the UN Secretariat used for the predicted effect of trait 
composition on the dependent variable. This will allow for a clearer understanding the 
impact of the causal mechanisms, organizational structure and internal gender equality 
policies, on the ability of women to attain high-ranking leadership positions in IOs with 
open organizational cultures. More importantly, this also illustrates that since there is no 
variation in organizational culture, and there is variation in the percentage of women in 
high-level leadership positions, that organizational culture does not function as the 
primary determinant of the dependent variable. 
After being coded for having an organizational culture “open” to female 
empowerment, the selected cases are assigned a predictive placement within the trait 
composition matrix based upon the variation of the percentage of women in high-ranking 
leadership positions. This was achieved through analyzing the existing data compiled 
through UN Women’s 2015 reporting to determine how each case would conceivably fit 
into the case trait condition matrix. Utilizing this data, the percentage of women in high-
ranking leadership positions was calculated and is depicted below along with the 
predicted placement in the case matrix of each organization based upon the level of its 
dependent variable.  
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Data Employed  
The data for coding the independent variables is sourced from publicized organizational 
structure and outline of each IO and the respective published gender-relevant policies of 
each organization selected within this case. Specifically, for organizational culture, an 
organization selected for case study’s complete 2017 publications, the complete 
published addresses of its executive head, and its most recently published budget will be 
analyzed. An IO’s organizational culture and internal gender equality policies will be 
analyzed through additional UN Women data sets regarding the distribution of women 
across hierarchical strata of UN System by agency, organizational charts, and internal 
human resources and conduct policies detailing gender equality policies (UN Women 
2016). These sources rely on internal reporting yet given the rigor and reputability of the 
United Nations Bureau of Statistics which oversees most data-based analytical projects, 
there is strong internal validity in that the numbers recorded are accurate representations 
of phenomena.  
This work aims to generalize its findings ultimately to all IOs, yet it is important 
to acknowledge that several factors were controlled for in the following selection of 
cases, possibly limiting the external validity of such findings. Therefore, at this stage, the 
comparative most similar systems version of a case study design can allow for 
generalizability for specialized organizations under the purview of the UN System but 
may not be as reliable in generalizing beyond this specific organizational subset. Using 
each of the criteria outlined for the various independent variables, cases will be selected 
for robust analysis. In coding organizations to according to their organizational structures 
and internal gender equality policies, IOs which best fit each profile can be selected.  
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Interview Protocol and Data 
In addition to the comparative case studies used to analyze the institutional mechanisms 
of the four IOs studied in this work, original interviews with UN System staff members 
were conducted between January 6, 2019 and January 10, 2019 at the UN System 
headquarters office in New York City and via Skype at the author’s home.  The 
participants in these interviews are referenced within this work using pseudonyms in 
order to protect their privacy, as agreed to in the terms of consent. Participants do retain 
the identifying factors of the organization in which they work and their gender. The data 
obtained in these interviews was recorded digitally and transcribed, with the original 
recordings also destroyed to further protect the participants. These interviews supplement 
the findings of the comparative case studies of different UN agencies by providing 
firsthand narrative and process tracing data regarding the experiences of individuals 
within the UN System with gender equality policies, structures, and cultures in order to 
illustrate the casual relationship between variables. 
 The interviews were conducted within a semi-structured format for a variety of 
reasons. In order to increase comparative validity across each interview, a baseline set of 
questions was utilized. To allow for the interviewees to interject additional material that 
the questions did not necessarily screen for the semi-structured format included the 
possibility for slight variation that participants may contribute. Additionally, interviewees 
were provided the list of questions prior to the interview if requested. The questions were 
specifically formatted in order to address each of the methodological components of 
institutional components to gender equality and prime interviewees to consider the 
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implications of these mechanisms on organizational culture. The questions all 
interviewees were asked are as follows: 
1. What is your current position? What responsibilities does it entail? 
2. How did you attain your current position?  
3. Are you familiar with your organization’s gender equality policies? 
4.  Do you feel other employees of the organization are aware of such policies? 
Which policies specifically do you feel are the best known? 
5. How have gender equality policies impacted your experience in the position? 
Which policies have played a role and why?  
6. Have you seen a similar dynamic play out with your colleagues? 
7. Do you or anyone you know have any experience with policies regarding 
internal hiring, family leave and flexibility, or recourse for sex and gender-
based harassment? 
8. Has the gender composition of employees in mid or high-level positions 
influenced your experience? 
9. Has the lack of or presence of an enforcement mechanism for gender equality 
policies influenced the effectiveness of such policies? 
10. How have policies on internal hiring affected, in your perspective, the 
opportunity for upward mobility for female employees? 
11. What has your experience been with gender equality initiatives in your current 
position? 
12. Are there other institutional mechanisms you feel may influence the ability of 
women to attain high-level leadership positions? 
13. Do you feel that the organization’s culture is open to female empowerment? 
Why or why not? 
14. What do you think would make your organization’s culture more open to 
female empowerment? 
 
The design of these questions was intended to open conversation by asking employees to 
reflect generally on the process of career advancement for themselves and others to 
provide a clear process-tracing narrative that explores the career trajectories and 
influence of gender on the experiences of UN System staff members. This resulted in 
conversations in which employees reflected on their understandings of the influence of 
both internal gender equality policies and organizational structure on the mobility, access 
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to high-level leadership positions, and experiences of UN System employees. The 
questions used are also designed to capture a wide range of experiences by extending the 
field of response to include the acknowledgement of knowledge or experiences of other 
colleagues within the organization. These questions address each of the characteristics of 
organizational structure and internal gender equality policies that the literature identifies 
as influential on the ability of women to attain high-level leadership positions.  
 The individuals who participated within this work were selected through two 
different sampling patterns. The first was through snowball sampling using one 
professional connection the author had with staff members located at UN Headquarters in 
New York. The second method consisted of “cold-calling” (via email and over the phone) 
each of the agencies selected for case study in an attempt to obtain an interview with 
someone from each of the four selected organizations. This resulted in contact with 
individuals at UNWRA, UNIDO, UNFPA and UN-DESA (within the Secretariat).  
Though a UNDP staff member was unable participate, the development work of DESA 
serves as a means to investigate the influence of such a mandate on the internal 
operations of an organization. The emails sent to each organization introduced the author, 
the study and its goals, and detailed the interview procedure including that each 
interviewee would be addressing the institutional and sociocultural mechanisms 
addressing gender equality for their respective organization. The end result consisted of 
four interviews with individuals from the aforementioned organizations. Each 
interviewee was required to give informed consent to participate within this work and 
retained the right to exit the interview refrain from answering any questions that made 
them uncomfortable in order to comply fully with Human Subjects Review Committee 
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regulations at the College of Wooster. The interviews conducted in this work received 
approval by the Committee and were deemed an appropriate form of research using 
human subjects. The full transcriptions of the interviews will be included in Appendix 2. 
Conclusion  
In order to answer the research question of how the internal dynamics of IOs affect the 
ability of women to attain high-ranking professional positions within international 
secretariats, this work hypothesizes that an increase in the gender-relevant mechanisms 
of an IO will improve the ability of women to attain high-level leadership positions 
within their bureaucracies. By adopting this hypothesis to specifically observe the 
relationship between organizational structure and internal gender equality policies on the 
ability of women to attain high-level leadership positions through comparative case 
studies, this work is able to isolate the effect of such variables to observe is the 
anticipated relationship is present. Four IOs were identified as viable cases for 
comparison across the different combinations of trait composition of the independent 
variables. It is anticipated that the percentage of women in high-ranking leadership 
positions for each organization is indicative of its internal dynamics. The cases selected 
for analysis are the UNFPA, UNDP, UNRWA and UNIDO, all of which have been 









Chapter V: Analysis of International Organization Culture Control 
Introduction 
This chapter analyzes the four UN System organizations (UNFPA, UNDP, UNRWA and 
UNIDO) selected for case study in this work for a variety of trait characteristics relative 
to determine their organizational culture. This chapter begins by illustrating the process 
of coding an IO for organizational culture, thereby proving the validity of the coding 
scheme. In doing so, this chapter illustrates that there is variation among IO 
organizational cultures, which can either be “closed” or “open” to female empowerment, 
by contrasting explorations of both an open and closed organizational cultures through an 
example of the International Atomic Energy Agency (IAEA). 
 The chapter continues by coding three additional IOs with “open” organizational 
cultures. Thus, four total IOs were selected for analysis as case studies because of the 
coding of their control traits being “open” to female empowerment. This chapter details 
the criteria fulfilled by each IO to obtain this trait assignment. Despite all organizations 
being selected for analysis because of their fully “open” organizational culture, there 
remains variation in the ability for women to attain high-level leadership positions across 
each of the IOs. Thus, this methodology illustrates that there remain alternative factors 
beyond organizational culture that influence the ability of women to attain high-level 
leadership positions, which the literature identifies as institutional mechanisms, or 
organizational structure and internal gender equality policies. These will be analyzed 
through a separate coding scheme with unique criteria for each factor. The analysis of the 
influence of institutional mechanisms on the ability of women to attain high-level 





All cases analyzed in this work were controlled for organizational culture in order to 
isolate the effect of the independent variables, or the institutional dynamics of IOs. This 
process was completed using the coding scheme detailed in the preceding chapter in 
order to ensure that the requisite criteria for an open organizational culture was fulfilled. 
These include whether or not an IO’s budget included specific provisions for gender 
equality efforts, whether or not an IO released a designated publication addressing 
gender, and if its executive head has publically engaged with issues of gender equality. 
The data utilized to determine the organizational culture trait condition was collected 
from the annual budget publications of each agency, its 2017 publications, and the press 
page of its official website to track executive head statements. For details, see Appendix I 
which includes a list of all reports used.  
In deciding which cases were best fit for analysis, a number of alternative IOs 
were considered. Each of the IOs were selected for case study because they were coded 
as having the maximum openness for organizational culture.  The specific coding process 
and data utilized for each IO is detailed in the following sections of this chapter. 
However, many organizations were ineligible for comparative case study, as they had 
closed organizational cultures. For example, the IAEA is an IO that coded as having a 
“closed” organizational culture.  To illustrate the validity of the coding scheme and the 
level of control utilized in coding and selecting the four cases, the coding of the 
organizational culture of the IAEA is demonstrated and contrasted with the open 
organizational culture of the UNFPA.  
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Variation in Organizational Culture: IAEA 
In assessing the budget of the IAEA, the most current indication of the organization’s 
spending priorities, the Agency’s Budget Update for 2019 was used. This document 
includes budget priorities, program funding, and a resource breakdown by program 
implemented by the IAEA. These programs were examined for any budgetary allocation 
to gender equality. The Agency’s Budget Update for 2019 identifies several different 
programs pertaining to the organization’s mandate, including the its programs of 
“Nuclear Power, Fuel Cycle and Nuclear Science, Nuclear Techniques for Development 
and Environmental Protection, Nuclear Safety and Security, Nuclear Verification, Policy, 
Management and Administration Services, and Management of Technical Cooperation 
for Development” (IAEA, 7). These are the core programs operated by the organization, 
none of which include a specific funding provision for gender issues. Even turning to the 
minor programs identified within the budgetary architecture, there is no mention of sex or 
gender-based issues anywhere within the document.  Among the major programs in the 
budget, none of their subsections or subsidiary programming has any financial provisions 
especially dedicated to addressing gendered issues (IAEA, 13). As a result of this failure 
to include a specific budget allocation for gender issues, the IAEA is coded as “absent” 
for this trait. 
 In analyzing the publications released by the IAEA, the entirety of its 2017 
publications accessible via the organization’s website were reviewed. There were a total 
of 58 publications issued by the IAEA during the year (IAEA, Publications via 
IAEA.org). Of these, topics ranged from addressing the disposal and monitoring of 
nuclear materials and waste, uses of different scientific advancements or chemical 
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compounds in different monitoring and development processes of energy, safety 
protocols for nuclear plants, and reports monitoring the status of various nuclear facilities 
throughout the world. The most popular area of publication was monitoring and assessing 
safety of nuclear energy, with 11 publications within this domain. The second most 
popular area of publication was scientific development with 9 publications. Management 
and review was also popular with an additional 6 publications. All other publications 
addressed different components of the aforementioned categories. However, none of the 
IAEA publications specifically addressed gender. Therefore, the IAEA is coded as having 
the criteria of possessing a specific publication to address gender as “absent.”  
 The statements issued by the IAEA Director-General were also evaluated as a part 
of the coding process. All statements from 2017 were examined for the inclusion of any 
executive head engagement with gender issues. The Director-General, Yukiya Amano, 
issued a total of 43 statements in the entirety of 2017 (IAEA, Director-General’s 
Statements). Of these 43 statements, only one addressed gender. Amano issued a 
statement on International Women’s Day in 2017, in which he acknowledged the 
contributions of women to the nuclear field (IAEA, Statements). Within the statement, 
Amano acknowledged that he takes “achieving equal representation for women at all 
levels at the Agency very seriously,” and referenced that “the proportion of women in 
senior management positions is now higher than it has ever been at 29%.  That is 
progress, but it is not good enough. My goal in the coming years is to appoint more 
women to very senior positions in the Agency” (IAEA, Statements). Therefore, the 




 In assessing the overall trait assignment for organizational culture of the IAEA, 
these three criteria must be combined. The organization has an explicit budget provision 
for gender equality issues within its financial architecture “absent.” Additionally, the 
IAEA did not publish a single publication that specifically addressed gender within 2017, 
resulting in this criterion being coded as “absent”. Finally, in coding executive 
engagement, one of 43 Director-General statements addressed gender equality, resulting 
in executive engagement with gender issues being coded as “present.” However, despite 
fulfilling a single criterion, the IAEA still lacks a majority of the required criteria and can 
thus be coded as having an organizational culture “closed” to female empowerment. 














UNFPA Absent Absent Present  Closed 
Coding Organizational Culture: UNFPA 
Contrasting the IAEA “closed” coding example, UNFPA’s “open” organizational culture 
is now demonstrated to illustrate variation among IOs and the validity of the coding 
scheme.  In order to assess the budgetary breakdown of the organization, Annex 4 on 
Financing Arrangements from their 2014 to 2017 Strategic Plan was evaluated to 
determine if there were specific funding resources allocated to address issues of gender 
equality. Within the budgetary architecture of the UNFPA, the plan identifies global and 
regional specific programming funds along with special funding mechanisms. These 
address issues of gender equality, including how “the funding mechanisms for other 
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resources that are used for specific purposes, such as the Global Programme to Enhance 
Reproductive Health Commodity Security and the Maternal Health Thematic Fund” as a 
means promoting gender equality through empowering women via sexual and maternal 
health (Annex 4 to the UNFPA Strategic Plan 3).  
Additionally, the budgetary provisions are partially allocated according the UN’s 
Gender Inequality Index, indicating a legitimization of gender equality issues in the 
organizational funding distribution process. The index functions as an indicator used to 
determine funding allocations and is a “composite measure of inequality in achievement 
between women and men in three dimensions: reproductive health, empowerment and the 
labour market” (Annex 4 to the UNFPA Strategic Plan 19). The Index plays three critical 
roles in assessing budgetary actions. It aims to “capture a holistic picture of the “status of 
women in a given society, which is not the case for other indicators of gender equality,” 
and incorporates “a number of areas on which UNFPA works directly, as well as some 
for which the causal pathways are indirect, unlike other contenders, where the causal 
pathways are solely indirect,” along with  “reinforce[ing] the focus on inequality, which 
is a key element of the strategic plan more broadly” (Annex 4 to the UNFPA Strategic 
Plan 19). The incorporation of the gender equality index as an indicator to be used as a 
means of allocating funding to various country programs and offices is indicative of a 
specific budgetary provision that is utilized within the construction of the IO’s budget. As 
a result of these inclusions, the budget contribution to gender equality for the UNFPA can 
be coded as “present.” 
 In addressing the publications for the UNFPA that specifically acknowledge 
issues of gender equality, the entirety of the organization’s 2017 digital publications was 
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analyzed for the inclusion of these themes.  There were a total of 12 publications released 
by the organization in 2017. Of these 12, 5 were annual reviews (three on specific topics 
and one annual report on the organization’s activities), and two were program outlines for 
UNFPA were assessment of compacts and overviews of organizational programming. 
The remaining 5 publications were the Technical Guidance for Prioritizing Adolescent 
Health, Global Sex and Reproductive Health Package for Men and Adolescent Boys, 
UNFPA Innovation Fund: Expanding the Possible, Towards Equality in Equality, Access 
of Care, and Accountability and Seventeen Ways to End FGC/M (UNFPA, Publications). 
Of these publications, Towards Equality in Access, Quality of Care, and Accountability 
specifically and explicitly addresses issues of gender inequality in medical care for 
women through reported data in countries in which UNFPA operates its midwifery 
programs.  The publication clearly acknowledges how sociocultural barriers prevent 
women from attaining the necessary medical care they require, especially in pre-natal and 
maternal health contexts as such health issues are often stigmatized or ignored in rural 
communities and indigenous populations (UNFPA, Towards Equality 32). The report 
defines equality as “ensur[ing] that every woman and girl has the same rights and 
opportunity to receive the information and services that she needs regardless of her 
income, socioeconomic, geographic and/or cultural status and empowered to demand 
these services” (UNFPA, Towards Equality,11).   Additionally, the report identifies 
successful programs and funds that UNFPA has utilized on the ground to promote gender 
equality, including the Maternal Health Thematic Fund, Comprehensive Emergency 
Obstetric and Newborn Care protocols. In doing so, this fulfills the criteria as a 
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designated publication addressing gender and can thus be coded as having such a 
publication “present.” 
 The third criteria for coding an IO’s organizational culture is whether or not its 
executive head has publically engaged with issues of gender equality. In assessing the last 
complete year of public statements offered by the executive head of UNFPA, currently 
Dr. Natalia Kanem, she issued a total of 20 statements (UNFPA Press Statements). Of 
these statements, 6 explicitly reference gender equality. These statements cover a range 
of topics including the necessity of protecting women and girls in different crises, 
acknowledging the importance of midwives, and ending female genital mutilation. 
Within these statements, Kanem acknowledged that “gender equality is a human right. 
Women are entitled to live in dignity and in freedom from want and fear, without 
discrimination. Gender equality is also vital to sustainable development, peace and 
security. It’s not just a women’s issue. It’s an issue for all of humanity” (UNFPA 2017). 
In making this statement, the executive head publically acknowledged the importance and 
relevance of gender within the domain of the organization’s work.  In an alternative 
statement on family planning as a human right, Kanem identifies that “UNFPA supports 
family planning in developing countries by ensuring a reliable supply of a full range of 
modern contraceptives, strengthening national health systems, and promoting gender 
equality” (UNFPA, 2017). The publication of these statements fulfills the third criteria, in 
which an IO’s executive head must publically acknowledged and legitimize issues of 
gender equality, thus coding this characteristic as “present”. 
 In combining the three trait characteristics of UNFPA, it is clear that is has an 
organizational culture that is open to female empowerment. This is due to the fact that the 
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UNFPA possesses a specific financial resource within its budgetary architectures for 
addressing gender equality, thus meeting the financial criteria. UNFPA has also 
published several publications that focus on issues of gender and address gender equality, 
fulfilling the requirements for the criteria. Finally, its executive head has repeatedly 
publically engaged with issues of gender and sought to legitimize gender equality. By 
having all three of the requisite criteria “present” across the organization, combining the 
results clearly illustrates that UNFPA has an organizational culture that can be coded as 
“open.”  














UNFPA Present  Present Present  Open  
Coding Organizational Culture: UNDP 
In accordance with the coding scheme, to address whether or not the organization had 
specifically allotted a portion of its budgetary architecture, UNDP’s 2018-2021 Strategic 
Plan Annex 4 and the Cumulative Review of the 2014-2017 Budget, along with the 
organization’s project transparency portal were reviewed. In the Cumulative Review, 
UNDP noted that there had been cuts to departments including gender mainstreaming, a 
policy to achieve gender equality, but acknowledged that funds remained nonetheless: 
“However, protecting these programmatic lines resulted in a sharp reductions to TRAC-2, 
Regional Programme, Global Programme, the Programme of Assistance to the 
Palestinian People, Development Support Services, Economists’ Programme, Policy 
Advisory Services, gender mainstreaming and the United Nations Capital Development 
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Fund, as these are not protected” (7). In the Strategic Plan, there were wide-reaching 
acknowledgements of the organization’s work on gender equality as critical to its core. In 
describing the use of the new strategic plan to designate funding for projects in which 
UNDP delivers effective results, the plan includes “country commitment to the 2030 
Agenda; governments as duty bearers respect, protect and guarantee the rights of all 
people; recognition of gender equality, women’s empowerment and participation as a 
development accelerator, and investments in data generation and collection” (9).  Finally, 
in addressing the digital transparency portal in which UNDP makes all its current work 
available, including the 121 active projects the organization operates in the field 
regarding gender equality. UNDP also details the budget of each operation, with the 
largest being $7.6 million alone for enhancing the access of women to Tuberculosis and 
other medical care in South Sudan. UNDP’s projects range from “Enhancing Gender 
Equality and Mainstreaming in Afghanistan” with a budget of $1.7 million, to “Women’s 
Empowerment and Community Strengthening” in Djibouti with a budget of $495,000 
(UNDP, Projects). In assessing these resources, it is abundantly clear that the 
organization makes specific budgetary provisions for gender issues. As a result, this 
criterion is coded as “present.”  
The second criterion to assess is whether or not UNDP has issued a specific 
publication addressing gender issues. In order to do so, the entirety of the organization’s 
2017 publications was evaluated for their subject. UNDP released a total of 99 
publications in 2017, and of these, 15 addressed gender issues specifically. These ranged 
in subject matter from Gender Diversity in the State: A Development Accelerator?, 
Gender and Sustainable Energy, Youth and Gender Equality, and Preventing 
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violence against women in Elections: A Programming Guide (UNDP, 
Publications). Within these publications, several relevant themes are explored, 
including how improving the representation and participation of women in 
public administration will “creates conducive environment for a better and more 
effective government. The findings also suggest that gender equality in public 
administration potentially creates a virtuous cycle through increased economic 
development, societal gender equality and workforce gender equality…further creates a 
call for action to strengthening the recognition of women’s full, equal and meaningful 
participation in public administration,” illustrating the publication’s assessment of gender 
issues, and specifically identifies means to improve gender equality within the 
international community (UNDP, Gender Diversity in the State). In doing so, both this 
individual publication and the other 12 mentioned include explicit references to gendered 
issues. Thus, UNDP fulfills the requirement of having a designated addressing gender 
and is coded as having the criterion as “present.” 
In turning to the statements issued by the Administrator, or executive head of 
UNDP, all public statements issued in 2017 were analyzed. The current Administrator is 
Achim Steiner, who took office during 2017. The total number of statements issued 
during 2017 was 160, with 11 statements directly addressing gender issues. In a statement 
offered addressing the importance of combatting sexual and gender-based violence, 
Steiner noted that “All around the world, in every country, women and girls still struggle 
to exercise their full human rights, even to be seen as full human beings. Violence against 
women and girls is perhaps the most obvious manifestation of the deep imbalances in 
power in our societies, and the vulnerabilities and limitations that follow them, especially 
 
 98 
for the most marginalized, and especially in crisis contexts, when vulnerabilities are at 
their peak and protections at their lowest point” (UNDP, Statements). This represents a 
clear executive engagement with issues surrounding gender equality. In doing so, Steiner 
utilized his position as executive to publically address the importance of gender equality, 
especially in contexts in which women are physically vulnerable due to patriarchy. As a 
result, UNDP can clearly be coded as having executive engagement with gender issues 
“present.” 
  By combining the three trait characteristics of UNDP, it is evident that is has an 
organizational culture that is “open” to female empowerment and leadership. This is the 
result of the organization including designated financial resources within its budgetary 
architectures for addressing gender equality through various project provisions, thus 
meeting the financial requirement. UNDP also published a range of publications that 
focus on issues of gender and address gender equality, and in doing so fill the 
requirements for the criteria. The final requirement, that its executive head publically 
engaged with issues of gender and sought to legitimize gender equality, was also 
completed by its Administrator addressing the importance of gender equality. By having 
all three of the requisite criteria “present” across the organization, combining the 
different trait characteristics indicate that UNDP has an organizational culture that can be 





















UNDP Present  Present Present  Open  
Coding Organizational Culture: UNRWA 
To ensure that all cases within this work fulfilled the coding requirement of having an 
“open” organizational culture to be selected, UNRWA must also be evaluated. To begin, 
its budget architecture and financial operations were evaluated within the organization’s 
2017 Annual Operations Report. This document includes reflections on the progress of 
different programs and initiatives UNRWA heads, along with the financial costs and 
allocations it provides for such operations. Within the Annual Operations Report, 
UNRWA identifies that “a gender marker tool was also launched, to track and report on 
allocations for gender mainstreaming. According to gender marker analysis, in 2017, 
64.4% of UNRWA’s programme budget contributed significantly to gender 
mainstreaming” (53). The report also identified that specific programmatic allocations, 
including “emergency funds also supported the mainstreaming of youth and gender 
across the various sectoral and cluster responses and ensured effective coordination with 
other humanitarian organizations, including bilaterally and through established multi-
agency structures. These structures include the Humanitarian Country Team (HCT) and 
humanitarian clusters and the United Nations Country Team (UNCT),” illustrating the 
use of budgetary resources for gendered issues (UNRWA, 77).  
Additionally, the Annual Operations Report indicated that women were recipients 
of specialized financial support from the organization. UNRWA “continued to prioritize 
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women as loan recipients given limited employment opportunities. Overall, a total of 
15,898 loans (valued at US$ 12,563,899) corresponding to 41 per cent of the total 
number of clients and 33 per cent of total disbursed value were extended to women 
during the reporting period, of which 5,733 loans were extended to female refugees 
(valued at US$ 5,676,547)” (42). Therefore, the incorporation of gender-specific 
mainstreaming efforts, funds and programs to aid women indicates a clear budget 
allocation to gender issues. As such, UNRWA will be coded as having the requirements 
for this criterion “present.”  
 In analyzing UNRWA’s publications, the entirety of its released reports from 
2017 were reviewed. The organization issued a total of 22 total status reports in 2017, 10 
of which were iterative reports monitoring the status of Syrian and Palestinian refugees. 
Other publications specifically addressed quality of life issues surrounding refugees, 
including the employment of Palestinian refugees in Gaza, injuries and fatalities analysis, 
and demolitions and displacement in Gaza and the West Bank. Only one publication 
specifically addressed gender. Titled “Fragments of Palestinian Women’s Stories” it 
details the experiences living in conflict and how women are affected differently by 
violence, as told by several different women through interviews (UNRWA 2017). 
Separately from its conflict reporting, UNRWA publishes a series of monthly “Gender 
Bulletins” in which they explicitly detail the progress the organization has made in 
addressing gender. In 2017, UNRWA published Gender Bulletins 74 to 86. Within 
Gender Bulletin 86, UNRWA recorded their monthly action as “UNRWA attended the 
annual meeting of the Inter-Agency Network on Gender Equality and Women’s 
Empowerment between 13 and 16 November 2017 in Geneva. The meeting focused on 
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the UN-SWAP as a mechanism to ensure accountability on Gender Equality within the 
UN system. Participants reviewed the achievements of the past five years and prepared 
for the next Action Plan (UN-SWAP 2.0) and its indicators” exemplifying typical 
reporting within a Gender Bulletin and indicating a clear designated publication on 
gendered issues, specifically in addressing the organization’s response (2017).  UNRWA 
also released the Participatory Gender Audit of its Lebanon office, designed in order to 
“evaluat[e] the progress made with regard to gender equality within its sub-programmes, 
and to develop improved strategies,” indicating a clear engagement with gendered issues 
within the organization. As a result of UNRWA’s several publications specifically 
referencing gender issues, it will be coded as “present” for fulfilling the requirements for 
the criterion.  
 The third criterion, public engagement with gender issues by UNRWA’s 
executive head, or Commissioner-General was analyzed through assessing the entirety of 
the organization’s published press statements for 2017. The current Commissioner-
General of UNRWA is Pierre Krähenbühl, who has held the position since 2014 
(UNRWA). In 2017, he issued a total of 25 public statements, two of which explicitly 
addressed gender. In a special statement recognizing the potential and contributions of 
Palestinian women to the organization, Krähenbühl acknowledged the “agency’s 
commitment to gender equality is indivisible from our organizational evolution towards a 
more equitable and inclusive work culture for women….Ten years ago, UNRWA made 
gender equality a cornerstone of its work through the adoption of its first-ever Gender 
Equality Policy” (UNRWA 2017). Additionally, in a statement addressing the impact of 
gender-based violence on Palestinian women, Krähenbühl noted that “UNRWA became a 
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partner of the ‘Call to Action on Protection from Gender Based Violence (GBV) in 
Emergencies’ which was a commitment made by the Agency during the World 
Humanitarian Summit in May 2016. This underlines our commitment to addressing a 
form of violence against women and girls which undermines their rights, dignity and 
human potential,” and also expressed his commitment to training UNRWA staff to 
become familiar with the protocol (UNRWA, 2017). As a result of Krähenbühl’s clear, 
public addresses of gender issues, UNRWA is coded as having executive engagement 
with gender issues “present.”  
 Combining these three trait assessments yields the final trait assignation for 
UNRWA’s organizational culture. With a clear budgetary allocation to gendered issues, 
the organization as coded for this requirement “present.” In its many publications which 
are designated to addressing gender, UNRWA also has the criteria “present.” Finally, 
through repeated public engagement by the Commissioner-General on the topic of 
gender, UNRWA is coded as having executive engagement with gender issues “present.” 
In combining all three of these traits, it is evident that UNRWA has an organizational 
culture “open” to female empowerment. 


















Coding Organizational Culture: UNIDO 
To ensure the viability of UNIDO as a case study based upon its organizational culture, it 
must also be examined in accordance with the same criteria and coding scheme. To begin 
by assessing whether or not the organization included specific financial provisions for 
gender, the 2017 Annual Report and its Appendices were reviewed for the inclusion of 
gender issues within UNIDO’s budgetary architecture. The Appendices was highly 
transparent and explicitly stated the budget of every global program which UNIDO 
operates. Within this, the organization’s “Gender Strategy and Work Programme 2016” 
was noted as one of UNIDO’s global program operations. It was detailed as having a total 
budget of $522,577, $196,989 was spent in 2017 (UNIDO, Appendix M, 108).  In 
addressing both these programs and the more general scope of the organization’s work, 
the Annual Report noted that “the focus on gender shows an improvement with 65.4 per 
cent of ongoing programmes incorporating a gender-informed design as opposed to 60 
per cent in 2016 and 53 per cent in 2015 (the baseline year). While a marginal decrease 
compared to 2016 can be observed for the categories “Gender as central focus” and 
“Significant attention to gender” (by 0.1 per cent and 1.7 per cent respectively), other 
categories have registered an improvement, most significantly a 5.4 per cent increase for 
“Some attention to gender” (UNIDO, 73). This marker, coupled with additional gender 
targets in organizational review illustrate both an inclusion of gender into the 
organization’s operations and growth in prioritizing the issue. Seeing as UNIDO is 
funding the aforementioned projects and they are increasing in their scope of gender 
beyond the Gender Strategy and Work Programme, this indicates the presence of funding 
for gender-relevant operations. Given there is an explicit financial resource to fund the 
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organization’s gender issue-based projects, UNIDO can be coded as having a budget 
allocation to gender issues “present.”  
 In addressing UNIDO’s publications to examine whether or not the organization 
released a designated publication addressing gender, the entirety of UNIDO’s 2017 
publications were analyzed. In 2017, the organization issued a total of 33 publications. Of 
these, two specifically addressed gender. Titled Trade Investment Innovation: Gender 
equality and empowerment of women and Foreign Firms and the Gender Gap in 
Employment: Evidence from Vietnam, both publications examine specific ways for 
women to be more engaged within the industrial development community and obstacles 
that keep them from doing so. In Trade Investment Innovation, UNIDO acknowledges 
that “UNIDO recognizes that gender equality and the empowerment of women and girls 
have positive impacts on sustained economic growth and social equality. The 
Organization’s vision of inclusive sustainable industrial development encourages the full 
integration of females and the promotion of gender equality in all industrialization 
policies, programmes and processes,” reflecting the organization’s legitimization of 
gender equality issues (UNIDO, 1). In Foreign Firms and the Gender Gap, UNIDO also 
states that the existing global gender gap is highly “socially unjust” and restricts the 
equality and mobility of women across the global economy (UNIDO, 5). In both of these 
documents, the organization clearly expresses its commitment to specific gendered issues 
and how these women can improve their status in the international community. Thus, 
UNIDO can be coded as having a designated publication addressing gender “present”.  
 The third criterion used to determine whether or not an IO possesses an open 
organizational culture is executive engagement with gender issues. In order to assess 
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UNIDO’s fulfillment of the criteria, the entirety of public statements issued by the 
organization’s executive head in 2017 were analyzed. The current executive head of 
UNIDO is Director-General Li Yong, who has held the office since 2013. In 2017, he 
issued a total of 9 statements, one of which addressed gender. Li primarily addressed 
ceremonial events rather than issuing regular press statements. In his address for 
International Women’s Day, the Director-General acknowledged that “UNIDO sees 
women’s inclusion in the workforce as an integral part of achieving sustainable industrial 
development, as we recognize women to be powerful drivers for change,” indicating a 
clear engagement with gender issues. The Director-General also noted several prominent 
obstacles to gender equality for women in industrial development, including that “women 
also often find themselves working in jobs that follow gender stereotypes, offer lower pay 
and provide reduced chances of career growth” (UNIDO, 2017). 
 In assessing the organization’s role in actively working to achieve gender 
equality, Li stated doing so “goes beyond looking at human resources practices in 
recruitment and selection. Reaching gender parity requires creating an enabling 
environment and an inclusive organizational culture,” which he proposes be achieved 
through “developing new initiatives to increase the participation and representation of 
women, including at senior levels…We are also looking at ways to improve the 
recruitment, promotion, and mobility of female staff, and to create a supportive 
environment for them” (UNIDO, 2017). These remarks indicate a clear legitimization and 
public engagement of gender issues by the Director-General. Therefore, UNIDO is coded 
as having executive engagement with gender issues “present.” 
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 The final trait assignation for organizational culture is developed through 
combining the three previously mentioned criteria. Seeing as UNIDO has a clearly 
delineated budget contribution for gender issues, it is coded as having this criterion 
“present.” The organization also issued specialized publications addressing gender, thus 
also having this requirement coded as “present.” Finally, the public engagement of the 
UNIDO Director-General with gender issues, specifically organizational gender equality, 
results fulfilling the criterion’s requirement and being coded as “present.” In combining 
these three criteria, UNIDO clearly possesses an organizational culture that is “open” to 
female empowerment.  














UNIDO Present  Present Present  Open  
Case Trait Assessment Conclusions 
Each of the four IOs selected for case study in this work share the same organizational 
culture, allowing for control across each organization.  UNFPA, UNDP, UNRWA and 
UNIDO all have an organizational culture that is open to female empowerment because 
each IO had the requisite criteria “present.” This indicates all four IOs are similar in their 
organizational culture, and each organization also fulfilled the criteria for maximum 






Table 5.6: Summary of Organizational Culture Trait Coding  






































the Near East 
(UNRWA) 







Present Present Present Open 
 However, in assessing the variation in the dependent variable, or the percentage of 
women in high-ranking leadership positions, it is clear that each organization had a 
different level of women in such positions. Such variation illustrates that organizational 
culture does not solely influence the dependent variable, given that all four organizations 
have an “open” organizational culture yet a wide range of percentages of women in high-
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ranking leadership positions.  This data was sourced from a 2015 UN Women report on 
the status of women in the UN system and is depicted below. 
Table 5.7: Percentages of Women in High-Ranking Leadership Positions  






Source: UN Women Data on Women in the UN System, 2015 
Seeing as there is a mutually reinforcing relationship across the three primary influential 
mechanisms (organizational structure, organizational culture, and internal gender equality 
policies), it is clear that the organizational culture of an IO cannot be used as the sole 
predictive indicator of the ability of women to attain high-ranking leadership positions. 
Thus, there must be additional factors that influence the ability of women to attain high-
level leadership positions. Given that the literature identifies organizational structure and 
internal gender equality policies as the most influential institutional mechanisms, these 
factors must be evaluated in order to understand the effect of increased institutional 
gender-relevant mechanisms on the ability of women to attain high-level leadership 
positions. This chapter illustrates that controlling for an IO’s organizational culture does 
not sufficiently explain the variation in the dependent variable across the four case 
studies, thus rendering it necessary to examine the influence of institutional mechanisms 
on the ability of women to attain high-level leadership positions within IOs. 
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In accordance with these statistics, each of the four cases can be assigned a 
predicted IO trait condition within the comparative case trait matrix. Based upon the 
percentages in the table above and the hypothesis that an increase in the gender-relevant 
mechanisms of an international organization will increase the ability of women to attain 
high-level leadership positions, the cases have been assigned into the matrix based on 
expectations regarding this relationship. Seeing as UNFPA has the highest percentage of 
women in such positions, it is hypothesized that the organization has both an 
organizational structure that is conducive to women attaining high-level leadership 
positions and a high presence of internal gender equality policies. Seeing as UNIDO has 
the lowest percentage of women in high-ranking leadership positions, it is hypothesized 
that this is due to an organizational structure that is non-conducive to women attaining 
high-ranking leadership positions and a low presence of internal gender equality policies. 
UNDP and UNRWA have the closest percentages of women in high-ranking leadership 
positions, so it is hypothesized that either organization may have an organizational 
structure that is conducive to women attaining high-ranking leadership positions and a 
low presence of internal gender equality policies or an organizational structure that is 
non-conducive to women attaining high-ranking leadership positions and a high presence 








Table 5.8: Predicted IO Trait Conditions based upon Effect on Dependent Variable 
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Chapter VI: Analysis of the Impact of Organizational Structure on the Ability of 
Women to Attain High-Level Leadership Positions 
Introduction 
Given the analysis conducted within the previous chapter that the organizational culture 
of an IO is not a sufficient determinant of the ability of women to attain high-level 
leadership positions within international bureaucracies, the impact of organizational 
structure must be evaluated. It is important to note that all four institutions selected as 
case studies for this work have organizational cultures open to female empowerment, but 
there remains significant variation in the percentage of women in high-level leadership 
positions for each organization. In order to understand the relationship between 
organizational structure and the ability of women to attain high-level leadership positions, 
within this chapter, the empirical coding data for each IO’s organizational structure is 
analyzed relative to the criteria determined in Chapter IV. This analysis includes 
assessing several important components identified by the relevant literature as influential 
in determining the ability of women to attain high-level leadership positions including the 
gender composition of women in mid-level leadership positions, the potential for upward 
mobility. Based upon whether or not each IO fulfills the necessary criteria for each factor, 
the organizational structure of an IO is coded as conducive or non-conducive to women 
attaining high level leadership. Throughout this process, there was no variation across all 
four organizations selected for case study, indicating that organizational structure alone 
does not influence the ability of women to attain high-level leadership positions.  
 In addition to the coding data analyzed, this chapter also examines interview data 
conducted with staff members of each of the case study organizations to illuminate the 
internal affairs and deeper perspectives of staff members of each IO relative to 
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organizational structure. In the process of each interview, the interviewees consistently 
referenced the interactive effect between organizational structure and organizational 
culture. This further reinforced the finding that organizational structure, when isolated, 
does not affect the ability of women to attain high-level leadership positions and instead, 
organizational structure cannot be isolated from the effects of organizational culture. The 
interviews largely supported the dynamics found through the coding process, reinforcing 
again the minimal influence of organizational structure on the dependent variable.  This 
chapter concludes by that identifying that when isolated, an IO’s organizational structure 
did not vary across the case study organizations, and thus does not impact the ability of 
women to attain high-level leadership positions.  
Institutional Dynamics – Organizational Structure 
In analyzing the institutional dynamics of each organization, several distinct criteria must 
be examined. The percentage of women in mid-level positions (P1 to P4) relative to the 
UN Secretariat’s baseline, the presence or absence of an organizational design feature to 
enforce gender equality policies, and the potential for internal upward mobility to high-
ranking positions are all considered. To begin, the baseline percentage of women of 
women in mid-level positions within the UN Secretariat is 40.9% (UN Women, 2015). 
This percentage will be used to compare the percentage of women in each IO, with the 
ultimate assessment being whether or not the organization’s percentage of women in mid-
level positions falls within 10% of gender parity (50% men, 50% women). The goal in 
assessing how many women are concentrated within these mid-level positions for each 
organization is to gauge the pool of female employees within an IO and understand if 
women are clustered within a specific subset of the organization.  
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In analyzing the percentage of positions inside an organization that lead directly 
to high-level leadership positions through promotion within the IO hierarchy, the 
percentage of positions within the organizational framework whose direct superiors fall 
into the tier of high-level leadership positions (excluding those already within the 
category) are evaluated. This criterion aims to understand how many positions are 
available to women, who, if they received a single tier direct promotion, would enter into 
the echelon of high-level leadership positions. Finally, the overall design of an IO’s 
organizational structure is evaluated through analyzing whether or not there is an internal 
mechanism embedded into the IO’s design to enforce internal gender equality policies. 
Together, these criteria are used to determine whether or not an IO’s organizational 
structure is conducive or non-conducive to female leadership. 
UNFPA - Organizational Structure 
In assessing the percentage of women in mid-level positions within the UNFPA, the 
organization fell within the 10% threshold for gender parity and even exceeded it, with 
women holding 50.3% of mid-level positions (UN Women). This indicates that a large 
portion of women are clustered within the mid-level positions of the organization and 
represents a sizable pool of women that are conceivably able to ultimately enter into 
high-level leadership positions. Thus, this criterion is coded as “present.” 
Data for the potential upward mobility of women in international bureaucracies is 
sourced from the UNFPA’s organizational structure chart in conjunction with the data 
reported on the number of women in each tier position (UNFPA and UN Women). In 
total, 136 positions within the organization have direct superiors that fall into the 
category of high-ranking leadership positions. Additionally, there are 55 mid-level 
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positions that do not have direct promotions that would promote an employee into a high-
level leadership position. Of 191 total non-high-level leadership positions, 71.2% lead 
directly to high-level leadership positions. Given these statistics, over 50% of eligible 
mid-level positions lead directly to high-level leadership positions within UNFPA. As a 
result, the UNFPA can be coded as having the potential for internal upward mobility to 
high-ranking positions for women within its organizational structure as “present”. 
 In assessing whether or not there exists a mechanism within UNFPA’s 
organizational design to enforce gender equality policies, the offices and programs of the 
UNFPA were reviewed for their relevance to the enforcement of internal gender equality 
policies. The UNFPA has the Evaluation Office which serves “(i) to demonstrate 
accountability; (ii) to support evidence-based decision-making; (iii) to contribute to 
lesson learning. The evaluation function is governed by the UNFPA Evaluation Policy. 
The Executive Board is the custodian of the policy” (UNFPA, Evaluation Office). 
Specifically, this office is also tasked with internal evaluations and audits of program and 
policy efficacy, including “corporate evaluations undertaken or commissioned by the 
EO,” which can include the evaluation of internal gender equality policies (UNFPA, 
Evaluation Office).  
All Evaluation Office documents are public domain, and the office consistently 
issues reports on the efficacy of different UNFPA field programs and conducts annual 
country office reviews. Additionally, it has issued reports addressing the implementation 
of the organization’s internal gender equality policies. The Evaluation Office’s 2011 
review of UNFPA’s organizational structure found that “In theory, gender equality is the 
responsibility of all UNFPA units at central, regional, sub-regional and country levels. 
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However, there is no mechanism in place to ensure that individual responsibilities for 
results achievement and tracking outcomes in relation to Goal 3 and gender 
mainstreaming actually come together to a coherent whole” (Evaluation of UNFPA Goal 
3, 2011, 9). More so, the report identified that UNFPA’s Gender, Human Rights and 
Culture Branch (GHRCB) “is mandated with developing and sharing policy and 
programmatic guidance on gender equality, human rights and culture-related issues – but 
is not formally tasked with ensuring and monitoring implementation. Other units in HQ 
as well as ROs and COs are under no obligation to follow and apply strategies and 
guidance provided by GHRCB” (Evaluation of UNFPA Goal 3, 2011, 10). Additionally, 
the report notes that “the GHRCB is accountable only for the global program’s 
achievements under Goal 3 but has no formal role with regard to monitoring, analyzing 
and assessing overall results achievement at the corporate level” (Evaluation of UNFPA 
Goal 3, 2011, 10). 
The failure to incorporate a specified structural mechanism to ensure the 
execution of gender equality policies within an internal capacity clearly demarcates an 
inability to fulfill the criterion for an organizational design feature to enforce gender 
equality policies within the organization. Though it is clear that UNFPA has measures in 
place to monitor and enforce gender equality policies in their field program, no 
comparable mechanism exists within the organization’s corporate structure to evaluate 
internal efforts to enforce gender equality policies. As such, UNFPA is coded as having a 
structural mechanism to enforce gender equality policies “absent” within its 
organizational structure. Seeing as two of the necessary three criteria, in this case the 
percentage of women in mid-level positions and the potential for upward mobility, have 
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been fulfilled within the UNFPA organizational structure, UNFPA can be coded as 
possessing an organizational structure that is conducive to female leadership.  
Table 6.1: Summary of UNFPA Organizational Structure 
















UNFPA  Present Present Absent Conducive to 
female 
leadership  
Interview Data – UNFPA Organizational Structure 
Aside from the coding executed using the various UNFPA documents, an interview 
conducted with an UNFPA employee in the New York City office also provides 
additional data regarding the influence of organizational structure. The interview data 
was also consistent across all the criteria examined during the coding process, 
highlighting consistency between the expressed structural mechanisms by the 
organization and the experiences of UNFPA staff. This reinforces the notion that there is 
no direct connection between an isolated IO’s organizational structure and the dependent 
variable. To address the first criterion, the UNFPA interviewee noted that the that 
UNFPA’s mandate of addressing women’s health and sexual and reproductive rights had 
naturally led to an executive staff that prioritized gender equality, specifically that over 
half of the organization’s executive directors have been women (UNFPA Interview). 
More so, the interviewee offered that there is a contemporary interest in prioritizing 
gender equality in new positions and high-level hires, including that the organization has 
begun asking questions of how to improve the percentage of women that will apply for 
them. The subject offered that in terms of addressing the gender balance with new 
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positions, asking “if they’re D2s, how can we ensure that, you know, we attract a good 
number of female candidates to apply? You know, be very mindful of ensuring that we 
have enough women in these positions when we're doing the hiring process, the interview 
process, the interview panels…the gender balance of the interview panels, all these things 
matter” indicating support for the presence of women in mid-level positions (UNFPA 
Interview). This supports both the initial coding criterion and the literature’s initial 
assertion that organizational culture is an influential interactive mechanism with 
organizational structure given that the interviewee explicitly references that cultural 
elements are a key factor in what allow or incentives women to apply for high-level 
leadership positions.   
 In addressing the potential for upward mobility within the organization, the 
UNFPA employee stated that there are opportunities for upward mobility, the interviewee 
offered that women are able to access high-level leadership positions, just less frequently 
and less quickly than their male peers (UNFPA Interview). The subject primarily 
addressed the idea that the current gender equality strategy will serve to promote internal 
mobility “But that said, I do think that we will have to, again, with the gender parity 
strategy, we you may see more upward mobility for female staff, hopefully, particularly 
as you go up the higher ranks, D to level even P5 …it will hopefully help because there 
are things like, you know, how easy is it for a woman to become okay because of 
unconscious bias, right?” (UNFPA Interview). The interviewee also acknowledged the 
difficulty of women specifically navigating opportunities for upward mobility, stating 
that “And, dare I say we still very much live in a patriarchal society, and the UN is still 
very much a patriarchal system, it is. I think there's tremendous changes and positive 
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things that are happening to challenge that it still institution that was by and large created 
by man for them” (UNFPA Interview). The interviewee did include sentiments 
emphasizing the positive momentum that the organization had built up in their mobility 
initiatives, specifically focusing on the Gender Equality Strategy, with these recent 
changes reinforcing the potential for upward mobility found in the coding data (UNFPA 
Interview). This data once again supports the previous assertion that organizational 
culture heavily impacts the ability for organizational structure to be effective in 
promoting women to high-level leadership positions, especially given that patriarchal 
dynamics and unconscious biases experienced by women who have attempted to climb 
the hierarchy of the organization have hindered their efforts to do so despite structural 
efforts to prevent such occurrences. 
When asked about the organization’s lack of a structural enforcement mechanism 
for gender equality policies, the interviewee offered that “Yeah, I mean I think of course 
anytime you have a lack of, some kind, entity with teeth or some kind of course you're 
going to have a bit of a slow pace of change,” referring to promoting accountability to 
such internal gender equality policies and corroborating the lack of structural mechanism 
found in coding (UNFPA Interview). When prompted to propose an additional 
institutional mechanism that may help allow women to access high-level leadership 
positions, the UNFPA employee stated that instead, focusing on organizational attitudes 
and policies will be more important to ensuring that women can attain high-level 
leadership positions. The interviewee offered that “getting all of these senior people to be 
more vocal about women's empowerment and girls and gender equality, I think is also 
important…. there’s a call for doing very targeted trainings with senior managers. This is 
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something that we're working with HR to try to be you know, when all the new 
representatives of UNFPA offices are inducted doing they all get trained as part of that 
training,” indicating that structural mechanisms are less influential than policies (UNFPA 
Interview). The sentiment expressed by the interviewee regarding the inability to promote 
effective, quick change without a specified structural mechanism is consistent with the 
findings expressed in the coding data. Again, in expressing the influence of executive-
level employees on gender equality, the interviewee has referenced how organizational 
structure’s influence on the ability of women to achieve high-level leadership positions 
would be more salient if executed in an environment with a positive and supportive 
organizational attitude towards gender equality.  
Additionally, the interviewee stated that more UNFPA employees are familiar 
with UN-System wide accountability structures rather than organization-specific 
mechanisms (UNFPA Interview). In totality, this interview indicated that though UNFPA 
has a high percentage of women in mid and high-level positions because of the natural 
relationship between women and its mandate, there still remain significant obstacles for 
women to attain such positions. Specifically, the interview highlighted how structural 
mechanisms are largely ineffective if not instituted or enforced in an environment with a 
supportive organizational culture 
UNDP – Organizational Structure  
In reviewing UNDP’s percentage of women in mid-level positions, the same data 
conglomeration from UN Women was utilized to assess the percentage of women in P1-
P4 level positions. The organization actually achieved not only the 10% window to 
gender parity, but even superseded gender parity itself, with 52.8% of UNDP staff 
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members in mid-level positions as women (UN Women). This indicates that there is a 
sizeable pool of female candidates who, theoretically, can eventually be eligible for high-
level leadership positions if they continue to work within the UNDP hierarchy. As a 
result of the high percentage of women in mid-level positions inside UNDP, this criterion 
is coded as “present”. 
Additionally, the presence or absence of potential upward mobility within the 
organization was evaluated. This data is sourced from both UNDP’s organizational 
structure chart in conjunction with the data reported on the number of women in each 
level position (UNDP and UN Women). Overall, there are 541 positions within the 
organization have direct superiors that fall into the tier of high-ranking leadership 
positions. Additionally, there are 222 mid-level positions that do not have direct 
promotions that would promote an employee into a high-level leadership position. Of 763 
total non-high-level leadership positions within UNDP, 70.9% lead of these have the 
opportunity to directly to high-level leadership positions within the organizational 
hierarchy. Given these statistics, over 50% of eligible mid-level positions lead directly to 
high-level leadership positions within UNDP. Therefore, UNDP can be coded as having 
the potential for internal upward mobility to high-ranking positions for women within its 
organizational structure as “present”. 
 Thirdly, the determination of whether or not UNDP has an internal structural 
organizational mechanism to address the enforcement of gender equality policies was 
conducted through evaluating the organization’s Evaluation of UNDP’S Contribution to 
Gender Equality and Women’s Empowerment from 2015. Additionally, the UNDP 
Gender Equality Strategy, 2014-2017, The Future We Want: Rights and Empowerment 
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was consulted (2014). In doing so, the both the overall contribution, which functions as 
an assessment of the organization’s progress on all matters pertaining to gender equality, 
and the gender equality strategy were reviewed for the explicit mention of an 
organization-specific and internally-oriented entity within UNDP to address the 
enforcement of gender equality policies. In doing so, the Gender Steering and 
Implementation Committee (GSIC) was mentioned consistently. Established in 2010, 
“GSIC is is a mechanism that has evolved from a pro forma exercise to become a key 
instrument for senior managers at headquarters level to report on accountability for 
promoting gender equality” (16). Additionally, as described in the gender equality policy, 
GSIC is “the organization’s principal gender equality oversight mechanism. GSIC, which 
has been expanded to the regional level, monitors the implementation of the gender 
equality strategy, by calling on bureau directors and chiefs of professional competency 
clusters to report on progress in mainstreaming gender and women’s empowerment” (12).  
 It is evident that the GSIC serves as an internal mechanism to enforce gender 
equality policies. The evaluation details that the committee functions as “senior 
management peer review committee, the GSIC has a mandate to set policy on gender 
mainstreaming and gender parity within the organization; hold senior managers 
accountable for achieving GEWE results; and monitor organizational investments in the 
GES. Each regional bureau reports annually to the GSIC on programme and institutional 
results, and the Office for Human Resources reports on implementation of UNDP’s 
Gender Parity Strategy and Action Plan” (22). Additionally, the committee is chaired by 
the Associate Administrator, “and involves all bureau heads, demonstrates senior level 
attention and accountability,” to internally achieve gender parity and ensure the 
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enforcement of gender equality policies. As a result of the GSIC being embedded within 
UNDP’s organizational structure to specifically address the enforcement of gender 
equality policies, this criterion can be coded as “present.” Seeing as UNDP has all three 
necessary criteria, including gender parity in mid-level positions, a pool of greater than 
50% of mid-level positions that create the possibility for upward mobility and the 
inclusion of an organizational design feature to enforce gender equality policies, the 
organization’s organizational structure is coded as “conducive to female leadership.” 
Table 6.2: Summary of UNDP Organizational Structure 
















UNDP Present Present Present Conducive to 
female 
leadership  
Interview Data – UNDP Organizational Structure 
Given the data constraints, the interview with UN DESA will be extrapolated to 
understand the experience of UNDP staff members because of the similarity in the 
mandates of both organizations. As a result, an interview conducted with a UN DESA 
employee at the New York City headquarters was used to analyze the influence of 
organizational structure on the ability of women to attain high-level leadership positions. 
Overall, the interview data was somewhat consistent with the coding data, but there were 
significant departures from the UNDP coding with regards to the gender composition of 
mid-level employees and the potential for upward mobility. When asked about the gender 
composition of staff in mid-level positions, the interviewee offered that “It’s hard to say, 
hard to say. I do feel that I've had some D2s in my experience who were... who did have a 
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gender bias, so but I think that's also because this is such a mixed organization and people 
come from all kinds of backgrounds” (DESA Interview). After exemplifying a number of 
bosses and colleagues that came from different cultural backgrounds, the employee stated 
their direct boss was a woman, and current boss, despite his non-Western cultural 
background seemed very open to promoting women (DESA Interview).  
The interviewee stated “I mean, this is always things that are difficult to grasp, 
right. But sometimes I get the impression that there's just cultural backgrounds, different 
experiences that are there that are still under there sometimes,” regarding why the gender 
composition of mid and high-level positions still tends to skew towards men (DESA 
Interview). This did not explicitly support or contradict the UNDP findings, but indicated 
a larger pattern of difficulty building a comprehensive organizational culture out of the 
wide range of cultural perspectives held by DESA employees. Though the gender 
composition of mid and high-level employees in UNDP fulfilled the criteria, the 
sentiments expressed by the interviewee illustrate that in some capacities, the gender bias 
of executives have hindered the success of efforts to achieve gender equality.  
 When prompted to speak about the potential for upward mobility for women 
within DESA, the interviewee stated that when looking to hire women or promote them 
within the organization, the issue of culture again becomes important, with the ideal 
candidate for a promotion within the organization being a balance of both global and 
gender diversity. The employee noted the “precedent [for global diversity] usually when 
we have the conversations, it's always that discourse, ideally, would have a woman from 
the south. That's kind of what everybody's looking for” (DESA Interview). Additionally, 
when reflecting on their own experience with promotion within DESA, the interviewee 
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stated that their career trajectory consisted of many lateral transfers to different offices 
because they are more secure (DESA Interview). 
 While further reflecting on mobility, the interviewee acknowledged that it is 
more difficult to receive promotions when prioritizing mobility and serving in different 
offices because “it's like the moment you move out and you're kind of off the screen, and 
for the UN it’s kind of little sad, because if they want to push from mobility, it's not the 
right incentive” (DESA Interview). Finally, the interviewee acknowledged that despite 
their long career with the UN System, it was a painstaking process to access promotions, 
stating “the UN is very hierarchical. And you move up very slowly. And when I see how 
many people report to me, it's like, yeah, it's my one intern and one shared Secretariat 
staff. And that's it…I've been with the organization for 15 years” (DESA Interview). This 
finding opposes the structural potential for upward mobility found in the coding for 
UNDP. Given that the interviewee indicated that this issue is consistent across the UN 
System, the challenge to the finding for UNDP’s criterion is significant. The statements 
offered by the interviewee indicate that the structural mechanisms within DESA are 
ineffective in ensuring that women are able to climb the hierarchical ladder of the 
organization, and gender is not considered as an important identity marker in the 
interview process. This reflects the larger theme of organizational culture hindering the 
ability of structural mechanisms to promote women into high-level leadership positions.  
 Finally, when asked about whether the presence or absence of an enforcement 
mechanism for gender equality policies has influenced the interviewee’s experience at 
DESA, they stated “I would assume so, because some... I think it's the enforcement 
mechanism. But it's also again, very much the power of the example. And if it's not 
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implemented at the top, nobody's going to care about it. So and I guess people have to be 
held against that, but I think there are already all these managers, compacts and so forth, 
which has certain percentages” (DESA Interview). This acknowledgement of the 
potential influence of the structural enforcement mechanism does support the UNDP 
coding, but only when combined with the influence organizational culture. The 
interviewee’s acknowledgement of DESA’s enforcement mechanism indicates that such a 
structural component is effective, but only when utilized in accordance with the attitudes 
expressed by executive-level leaders. This illustrates the larger relationship of the 
interaction between such structural mechanisms and organizational culture, specifically 
that examples and attitudes held by superiors will shape the organization’s approach to 
gender equality efforts, thus influencing whether or not enforcement mechanisms and 
other structural mechanisms will be utilized properly. 
Most of the interview also alluded to the fact that there exists a large gap between 
structural efforts to enforce gender equality within DESA and the reality of its staff, with 
the interviewee acknowledging that in terms of gender equality within the hiring process 
“sometimes women still have to prove themselves first, and it takes maybe a few hiring 
rounds for directors to understand that, yeah, those women are actually good, and they 
can actually do the job and we're not just hiring them because they're women, and we 
have to fulfill the gender quota. So, I think it may take a while to really cement that,” 
indicating that despite organizational efforts to conduct gender-equal hiring, women still 
face unconscious biases within the organization (DESA Interview). However, the 
interviewee acknowledged that such biases are “just something that you can break up 
over time and by a good example” (DESA Interview). This interview offered an 
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important addition to the coded data by illustrating that stereotypes and unconscious 
biases in organizational culture remain large hindrances to the effectiveness of structural 
mechanisms to promote women to high-level leadership positions.  
UNIDO – Organizational Structure 
In assessing the percentage of women in mid-level positions within UNIDO, the 
numerical data provided by UN Women were analyzed to calculate whether or not 
UNIDO fell within the 10% threshold for gender parity. In reviewing the data, 46.6% of 
mid-level staff within the organization are women, which clearly falls within 10% of 
gender parity (UN Women). This indicates that there is a sizeable pool of female 
employees within the lower positions of the organization which may have the potential to 
enter into high-level leadership positions. Thus, UNIDO is coded as having this criterion 
“present.” 
Additionally, to evaluate the potential of upward mobility based upon 
organizational structure, the percentage of mid-level positions that directly lead to high-
level leadership positions were analyzed using data from UN Women and the UNIDO 
organizational structure chart. In total, there are 70 positions within the organization 
which have direct superiors that fall into the tier of high-ranking leadership positions. 
Additionally, there are 18 mid-level positions that do not have direct promotions that 
would promote an employee into a high-level leadership position. Of 98 total non-high-
level leadership positions within UNIDO, 71.4% of these have the opportunity to lead 
directly to high-level leadership positions within the organizational hierarchy. As a result, 
over 50% of eligible mid-level positions lead directly to high-level leadership positions 
within UNIDO. Therefore, UNIDO is coded as having the potential for internal upward 
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mobility to high-ranking positions for women within its organizational structure 
“present”. 
 Finally, the inclusion of an internal mechanism to enforce gender equality within 
UNIDO’s organizational structure was evaluated. To do so, Gender Equality and the 
Empowerment of Women: An Overview, a 2016 document that overlays UNIDO’s 
organizational initiatives to achieve gender equality was reviewed. Within the report, it 
details the creation of the Gender Mainstreaming Steering Board (GMSB). The GMSB is 
“chaired by the Director General, to ensure accountability for gender equality results; 
assigned Gender Focal Points in all divisions and field offices; and created an Office for 
Gender Equality and the Empowerment of Women within the Department of Human 
Resources Management in the Office of the Director General” (1). The document notes 
that UNIDO “built the necessary structure to ensure that gender is mainstreamed 
throughout the Organization” (1). Additionally, the Board primarily serves to ensure 
organizational compliance with the “Policy on Gender Equality and the Empowerment of 
Women, adopted in 2009, was reviewed in 2015 and a new policy, aligned with the 
United Nations System-Wide Action Plan on Gender Equality and the Empowerment of 
Women (UN SWAP)” (1). Additionally, the GMSB is “headed by a Gender Coordinator, 
who acts as the Secretary of the GMSB, coordinates and conducts gender mainstreaming 
activities and is the Organization’s Gender Focal Point vis-à-vis the United Nations 
System and public and private stakeholders” (1).  Additionally, an internal UNIDO 
newsletter released during the 2015 reveal of the GMSB describes the Board as:  
responsible for promoting GEEW [gender equality and the empowerment of women] 
within the Organization, including the systematic gender mainstreaming of all policies, 
programmes and organizational practices, as well as working towards achieving gen der 
balance within UNIDO. This will be supported by dedicated Gender Focal Points (GFPs) 
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and ad-hoc Gender Teams at all levels. Among others, the GFPs’ primary responsibilities 
and tasks will consist of promoting greater awareness of gender issues at the 
organizational and programme levels, creating a gender-sensitive work environment in 
their Branch, identifying good practices and initiatives that promote GEEW, and 
contributing to the preparation, implementation, monitoring and reporting on the progress 
achieved in the implementation of the UNIDO’s GEEW Strategies, as well as networking 
with other GFPs at Headquarters and the Field (2015).  
 Given the mandate assigned to the GMSB, it is evident that UNIDO does possess 
a specific internal structural mechanism designed to enforce gender equality policies. As 
a result, this criterion is coded as “present.” Seeing as UNIDO also fell within the 10% 
window of gender parity for women in its mid-level staffing positions and also has over 
50% of mid-level positions that directly lead to high-level leadership positions, these 
criteria are also coded as “present.” Seeing as UNIDO possess all three criteria, the 
organization can be coded as possessing an organizational structure that is “conducive to 
female leadership.” 
Table 6.3: Summary of UNIDO Organizational Structure 




















Interview Data – UNIDO Organizational Structure 
In order to further explore the influence of organizational structure on the ability of 
women to attain high-level leadership positions, an interview was conducted with a 
UNIDO employee at the New York City office. The differences between the coded 
criteria for UNIDO and the experiences expressed by the staff member is significant. This 
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is because despite having the structural mechanisms present in the organization, they are 
ineffective in achieving their goals of gender equality because of the organizational 
culture, once again reinforcing the interactive dynamics between the two factors. In doing 
so, the interviewee was asked about how the gender composition of employees in mid 
and high-level positions had influenced the experience of working at the organization. 
The interviewee offered that “I really think it's all lip service, because as long as you...it's 
a very complicated problem because as long as you have men in leading positions, they 
just feel more comfortable with other men.   And, but also often you have women in 
leading positions and they don't want to be seen as to be supporting other women. It's 
almost they don't want to be left out, because they made it. It's very strange,” going on to 
state that oftentimes it is difficult to tell whether high-ranking women have other 
women’s “best interests” at heart (UNIDO Interview).  
Additionally, the interviewee acknowledged that cultural orientation played a 
large role in determining the gender composition of such positions, stating “in the UN, 
you're also looking at a lot of cultural baggage…it depends very much on where people 
come from and how they grew up and what their value system is. So that makes it even 
more complicated. I think there are more men that have very traditional views” (UNIDO 
Interview). This was furthered when the interviewee acknowledged that the reputation of 
employees at small organizations, like UNIDO, has made it difficult for some women to 
attain promotions, acknowledging that many coworkers found her to be “difficult to work 
with” because her level precision in the job (UNIDO). These findings contradict the 
coding for UNIDO, as it the coding data indicated that the gender composition of mid-
level employees is within 10% of gender parity. Despite this, the interviews offer a 
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significant alternative perspective on the coding data by noting that there is an insular, 
male culture in the mid and high-level positions of the organization. The culture of the 
organization is extremely rigid and despite the coding data, the interview indicates that 
the organizational cultural contains biases against women that minimize the efforts of 
structural mechanisms to promote women to mid and high-level leadership positions.  
 When asked about upward mobility and access to promotions, the interviewee 
also noted that it was common for alternative reasoning beyond the merit of a female 
candidate to be assumed as the reason for women receiving promotions, including that 
women received it on the sole basis of gender (UNIDO Interview). In detailing their 
personal process of career trajectory, the interviewee noted that male colleagues “will 
always find, kind of, personal reasons why you got where you are,” including referencing 
personal relationships that women have within the organization, stating that “there are a 
lot of people who use that against you” in pursuit of higher-ranking positions (UNIDO 
Interview). After having dealt with a significant amount of gender discrimination in her 
previous position, the UNIDO interviewee asked to be transferred to the New York 
office, a process described as flawed, offering that “not even this so called ‘transparent 
recruitment’ is so transparent in the end, because everyone knows everyone in this small 
organization and a lot happens you know it behind closed doors, and you'll never know 
why you get something or why you don't get something” (UNIDO Interview).  
The interviewee also noted that regarding upward mobility, “I see men rising 
much faster than women and women are kept at the level of sort of working-level, not 
entering management level. Unless they go to the field there's more opportunities if 
you're showing more flexibility than men,” opposing the expected finding for potential 
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upward mobility in UNIDO (UNIDO Interview). Once again, the contradiction between 
the interviewee’s experiences and the policies expressed by UNIDO indicate a clear 
discrepancy between the organization’s aims and the lived realities of staff. Through 
highlighting the fact that hiring is not as transparent as expected and women’s 
achievements are minimized in order to pass them over for promotions, the UNIDO 
interviewee illustrated again that the organization’s cultural attitude towards gender 
equality is a large obstacle in allowing women to access high-level leadership positions.  
 Finally, in addressing whether or not the presence of an enforcement mechanism 
influenced the interviewee’s experience within the organization, the interviewee stated 
that “I mean, if you ask the organization and the managers, they would all say, we have to 
policies and we have mechanisms to enforce them. And it's true because he has given 
these harassment workshops and they have told the staff if there's anything this is the 
process by which you report it, of course, the process is such that no one is going to do it, 
right. Because ultimately there is one person that decides on whether this is a case or not 
that person is a man” (UNIDO Interview). When asked how institutional mechanisms can 
be improved, the interviewee stated that “this is why we have all the right policies, 
strategies, work plans, and so on. And but of course, that's only one part of the story. And 
even if you have the mechanisms in place, as I said, you know, it's not in reality, it's 
really not that useful. It's obviously better than having nothing but it doesn't change the 
culture of the organization,” indicating that despite the clear public effort to introduce 
structural mechanisms as found in the coding, in reality such mechanisms have made no 
substantial impact on changing the organizational culture or ability of women to attain 
high-level leadership positions (UNIDO Interview).  
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UNRWA – Organizational Structure 
As the final case study, UNRWA was again evaluated for the percentage of women in 
mid-level positions within the organization using the UN Women data. Within UNRWA, 
44.7% of P1 to P4 level positions are held by women. This clearly falls within the 10% 
threshold of gender parity. Despite the fact that UNRWA has not achieved gender parity 
in mid-level positions, it illustrates a large pool of women that theoretically retain the 
possibility of ascending within the organization. As a result of the percentage of women 
in UNRWA’s mid-level positions, this criterion for the organization is coded as 
“present.” 
 In determining the potential for upward mobility based on organizational 
structure, the percentage of mid-level positions that directly lead to high-level leadership 
positions. To do so, the UNRWA organizational chart and UN Women numerical data on 
the placement of women within the organization were consulted. Overall, there are 58 
positions within UNRWA that have direct superiors that fall into the tier of high-ranking 
leadership positions. Aside from these positions, there are 9 mid-level positions that do 
not have direct promotions that would promote an employee into a high-level leadership 
position. Of 67 total non-high-level leadership positions within UNRWA, 86.5% lead of 
these have the opportunity to directly to high-level leadership positions within the 
organizational hierarchy. Therefore, it is clear over 50% of eligible mid-level positions 
lead directly to high-level leadership positions within UNRWA. Therefore, UNRWA is 
coded as having the potential for internal upward mobility to high-ranking positions for 
women within its organizational structure “present”. 
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 Thirdly, the criteria determining whether or not UNRWA possessed an internal, 
structural organizational mechanism to address the enforcement of gender equality 
policies was reviewed. In order to do so, the UNRWA Integrating gender, improving 
services, impacting lives: gender equality strategy 2016-2021 report was evaluated. In 
assessing the organization’s gender architecture, the report identifies that within an 
internal context, “At HQ, the Gender Section in the Protection Division leads on Agency-
wide gender mainstreaming processes. The coordinating mechanism for gender 
mainstreaming comprises more than 70 Gender Focal Points (GFPs) from different 
programmes and support departments at the HQ and field office levels, which make up 
the GTF [Gender Task Force] that is coordinated by the Gender Section. Current field-
level gender structures vary from one field office to the next” (6). Additionally, though 
the Gender Task Force is mentioned as a possible mechanism to specifically address the 
enforcement of internal gender equality policies, it does not explicitly address the 
enforcement of internal gender equality policies and is largely focused on ensuring 
gender equality and mainstreaming in the field and programmatic components of the 
organizations’ work (7).  
Like the UNRWA Gender Section working with individuals who serve as Gender 
Focal Points, the GTF functions primarily as a coordination mechanism amongst these 
operations-based professionals in the wide range of UNWRA’s field offices. 
Additionally, the GTF falls under the oversight of UNRWA’s Protection Division, which  
provides “strategic direction of, and coordination to, the implementation of the diverse 
protection activities across the Agency…technical support to the protection teams in the 
five field offices and supporting the key role of programme by providing protection in 
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and through UNRWA’s service delivery…including: child protection, gender/gender-
based Violence (GBV), and disability” (UNRWA, Protection Division). Therefore, it is 
evident that UNRWA has internal structural mechanisms to enforce gender equity 
policies within its programming, yet it does not have such a structural component to 
address internal gender equality policies. As a result, this criterion is coded as “absent.” 
In conjunction with UNRWA falling within the 10% threshold of gender parity in mid-
level positions and having over 50% of its mid-level positions lead directly to high-level 
leadership positions, these criteria are coded as “present.” Overall, UNRWA’s 
organizational structure is coded as “conducive to female leadership” because the 
organizational fulfills the majority of requisite criteria. 
Table 6.4: Summary of UNRWA Organizational Structure 
















UNRWA Present Present Absent Conducive to 
female 
leadership  
Interview Data - UNRWA Organizational Structure 
An interview was conducted with an UNRWA staff member currently based in Amman, 
Jordan via Skype to better ascertain how the organization’s structure has impacted the 
ability of women to attain high-level leadership positions. In evaluating the interview 
data in comparison to the coding data, the UNRWA interview indicated coherence with 
the coding data in identifying that such structural mechanisms were present, yet 
illustrated they were rendered ineffective due to organizational culture.  When asked 
about whether the composition of employees in mid and high-level positions within 
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UNRWA has influenced the experience of the interviewee during their tenure at the 
organization, the interviewee clearly offered that “so what I expect is no. But I think that 
when UNRWA or moved on having a gender strategy and then policy the first 2007, I 
think that, well, it was part of a whole the process a lot of things were changing in 
organization” (UNRWA Interview). Additionally, the interviewee noted that regarding 
the role of women in high-level positions earlier in her career during the launch of the 
first gender equality strategy that “gender was having a lot of important issues [in 
UNRWA]…[these issues] were coming because the Commissioner-General at that 
moment was a woman, so we had first generation gender outlines and policies, which I 
think is really interesting” (UNRWA Interview). This indicates that the composition of 
staff is influential on the organizational structure, as evidenced through the data reviewed 
in the coding, indicating consistency between the expressed policies and the experiences 
of the employees.  
 When asked about the distribution of staff and potential for upward mobility with 
UNRWA, the employee offered that mobility and promotion is difficult for UNRWA 
given the organization’s operation capacity, which refers to the inability to ensure parity 
in mid and high-level positions. The interviewee stated that in referencing to mobility 
opportunities and promotion “in terms of local staff, though this is much more difficult 
because most of the local staff are Palestinian. They do not… promising them, they do 
not have them have a lot of possibility of moving when they achieve, when they are at 
senior positions,” illuminating an important issue that hinders parity when staffing 
(UNRWA Interview). The interviewee continued to offer that “And this is it's one of the 
things that we also studied a few years ago because we wanted to, in also the local staff, 
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and have more women, and the issue is that we don't have a lot of turnover” (UNRWA 
Interview). On a lower level, the interviewee noted this issue of staff availability was 
represented in the issue of hiring nurses, which also intersected with gender stereotypes. 
The interviewee provided that they were encouraging more men and women to apply to 
be nurses, but it “depends on the labor market” (UNRWA Interview). More so, the 
interviewee identified that “this limitation on hiring, that are the limitations of the context 
and within basically, you have stereotypes that are there. I would say that we still have 
depended on these stereotypes some, also where its mainly male, the male context and 
then it's quite challenging. But we also manage it, UNRWA is also working on this 
change in the culture and bringing in females, in mainly male jobs” (UNRWA Interview). 
These findings contradict the coded expectation for upward mobility within the 
organization. In offering such sentiments, the interviewee indicated that despite 
possessing policies aimed at promoting upward mobility, women in UNRWA are still 
severely limited in their ability to attain high-level leadership positions because of 
stereotypes and biases. As a result, the coding and interviews indicate that UNRWA’s 
structural mechanisms to promote women within the organization do exist, but they are 
hindered by organizational attitudes towards women in high-level leadership positions. 
 Finally, when asked to address whether the lack of an enforcement mechanism for 
gender equality policies has impacted the interviewee’s experience at UNRWA, they 
answered that it had impacted their experience (UNRWA Interview). Specifically, the 
interviewee noted that one policy set that a mechanism is deeply needed to enforce is 
flexibility: “clearly one, that is, flexibility is important. Pushing for the work life balance 
is important, maybe in the region where women are all at home for children so important” 
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(UNRWA Interview). The interviewee even extended this, stating that aside from just 
enforcement that “having more policies [may be effective], but the problem also is that 
we have a lot of limitations in terms of resources, so I don't know how far this could, 
possibly, be taken into account also the size of the organization. But these are...they 
would help a lot” given that currently no such mechanism exists within the organization 
(UNRWA Interview). Thus, this can be understood as an indication that both the 
mechanism of enforcement and the policies of flexibility are necessary for the 
organization to successfully promote gender equality. 
Conclusion 
Despite the fact there did exist variation between whether or not each organization 
possessed all three of the requisite criteria, each organization ultimately received the 
same trait assignation. As a result, it is concluded that organizational structure alone does 
not account for enough variation amongst the case studies selected. Additionally, there 
did exist some variation across the three criteria for coding, with both UNFPA and 
UNRWA lacking a structural mechanism to enforce gender equality policies within their 
organizational structures. However, this variation is not significant, seeing as UNFPA has 
the highest percentage of women in high-level leadership positions and UNRWA has the 
second-lowest. These are also the only to aberrations across all four case studies for 
organizational structure. Seeing as both UNFPA and UNRWA lack an enforcement 
mechanism and still have widely different percentages of women in high-level leadership 
positions, an additional casual mechanism must influence the dependent variable. 
Given, as each of the four case studies possess an organizational structure that is 
conducive to female leadership (as depicted in Table 6.5) it is evident that an alternative 
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factor remains the casual mechanism for the differential in the percentage of women in 
high-level leadership positions for each organization. In the process of comparing across 
the coding data and the interview data, there existed several discrepancies between the 
structural mechanisms possessed by the organizations and the experiences of the 
employees. In cases where organizations were coded as having structural mechanisms to 
promote gender equality present, such as UNIDO or UNDP, employees offered different 
experiences, stating that such structural mechanisms were ineffective in promoting 
women to access high-level leadership positions. Across all case studies, including 
organizations which were consistent across their coding and interview data, it is apparent 
that organizational structure does not influence the ability of women to attain high-level 
leadership positions. Alternatively, across all four case study organization interviews, 
organizational attitudes were identified by the interviewees as a key factor that influences 
the dependent variable, rather than organization structure alone.   
  Throughout the interview data, the interviewees at each organization consistently 
referenced the role of organizational attitudes as key influential mechanisms in the ability 
of women to attain high-level leadership positions, rather than inherent structural 
components of each organization. Thus, though organizational structure cannot be 
completely invalidated for its interactive effect with policies and organizational cultures, 
organizational structure cannot be understood as a sole casual mechanism in its 
relationship with the percentage of women in high-level leadership positions.  
Organizational structure does not have the hypothesized relationship with the dependent 
variable, as it does not cause the levels of variation that exist from one organization to the 
next in the percentage of women in high-level leadership positions. Given that this coding 
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still does not adequately explain the differences amongst the dependent variable for each 
organization, the following chapter will analyze the relationship between the dependent 
variable and each IO’s internal gender equality policies.  
Table 6.5 – Composite Trait Assignation of Case Study Organizations 
















UNFPA  Present Present Absent Conducive to 
female 
leadership  
UNDP Present Present Present Conducive to 
female 
leadership  
UNIDO Present Present Present Conducive to 
female 
leadership  
















Chapter VII: Analysis of the Impact of Internal Gender Equality Policies on the Ability 
of Women to Attain High-Level Leadership Positions 
 
Introduction: Internal Gender Equality Policies 
Building out of the analysis conducted in the previous chapter, it is necessary to continue 
exploring factors that influence the ability of women to attain high-level leadership 
positions. Beyond organizational structure, the role of internal gender equality policies is 
explored for their impact on the dependent variable.  To code whether or not an IO 
possesses policies that are specific to its employees rather than the guidelines issued by 
the Secretariat for the entire UN System, each of the organizations selected for case study 
have been reviewed for the inclusion of organization-specific gender equality policies. 
Seeing as all four of the case study organizations do possess individualized policies, these 
policies are further analyzed to determine their comprehensiveness. In coding the case 
study organizations, there exists significant variation in the internal gender equality 
policies of each IO, reflecting such policies are influential in affecting the dependent 
variable. 
 To further strengthen this exploration, interviews were conducted with staff 
members at each of the case study organizations. These interviews allowed for the 
influence of such policies to be understood in greater detail. The majority of the interview 
data collected throughout this process supported the findings exhibited during the initial 
coding process. However, the deviations in interview data express that the effectiveness 
of the internal gender equality policies for each organization are largely impacted by the 
organizational culture towards such policies. This chapter concludes by illustrating that 
both the internal gender equality policies of an IO and its interaction with an IO’s 
organizational culture are influential in determining the ability of women to attain high-
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level leadership positions. Additionally, it concludes that these influences cannot be 
isolated and instead must be understood as interactive in their effect on the dependent 
variable.   
Internal Gender Equality Policies - UNFPA 
In assessing whether UNFPA has individualized gender equality policies, general 
guidelines of employee conduct and Human Resources publications were consulted. The 
UNFPA website provided a substantial amount of its employee documentation within the 
public domain, and as a result, the UNFPA Strategic Plan 2018-2021 was reviewed. The 
document explicitly references the development and implementation of the strategic plan 
as including an objective of gender equality within the organization. Within the plan, 
“UNFPA bases its strategic approach to gender equality and the empowerment of women 
on the collaborative advantage of United Nations system organizations, through 
complementarity with their work on legislative frameworks,” including through an 
organizational approach which promotes “the creation of an enabling legislative and 
policy environment and the elimination of discriminatory gender and sociocultural norms 
that affect women” (10). More so, the Strategic Plan highlighted that UNFPA will 
“continue to mainstream results-based management in its policies, procedures, manuals 
and systems. Results-based management will be a core skill of all programme and 
operations staff,” thus clearly referencing its individualized internal policies (UNFPA, 
17). Seeing as these organization-specific internal policies exist, this criterion is coded as 
“present.”  
 In order to assess the breadth of UNFPA’s internal gender equality policies, 
several more specific organizational documents were analyzed. The UNFPA Work and 
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Life Programme: Flexible Working Arrangements was reviewed for the inclusion of 
family accommodations. Within the Programme text, the policies outlined include 
allowing for special flexible accommodations for their employees. These 
accommodations aim to serve several purposes for the organization: 
Flexible working arrangements provide advantages for both staff and the organization 
which include the following: a)  Enhancing motivation by providing staff with greater 
responsibility for the performance of their work;   b)  Encouraging sourcing and 
retention of diverse, talented and motivated staff by offering greater flexibility in how 
and where work is done ;  c)  Enabling individuals to both serve the organization as well 
as address personal and family needs (1).  
 
Additionally, the Programme guide outlines that there are special provisions in 
which employees may work remotely following a family emergency or other unexpected 
incident (2). The organization also specifically allows for home leave and family travel of 
its employees, including through paying for the necessary travel means for its employees 
to return to their country of origin, which is not generally outlined within the UN’s 
overarching leave policies (8). UNFPA also provides maternity, paternity and adoption 
leave for parents at varying lengths dependent upon the status of the employee (full time 
vs. part time), with a minimum of eight weeks of paid time, though this is concurrent 
with the overarching UN System employee policies (8). Thus, it is clear that UNFPA 
possess specific internal gender equality policies that address family leave. 
 The UNFPA’s inclusion of internal mobility measures within the organization-
specific policies was also addressed. To do so, the Policies and Procedures Manual 
Policy on Personnel of UNFPA: Fixed Term and Continuing Appointments: Staffing was 
reviewed. This document outlines all of the necessary procedures utilized within the 
organization for staffing. Within the Manual, UNFPA outlines its “no downward moves” 
policy, which states that “staff members should not apply to a post classified at a lower 
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grade level than their current level of appointment”, clearly prioritizing upward mobility 
for employees within the organization (13). In detailing the mobility policies, it is also 
evident that UNFPA aims to incentivize employees applying for highly-ranked positions, 
including through offering rewards for mobility “monetarily in the context of the mobility 
allowance (Staff Rule 3.13) and the hardship allowance (Staff Rule 3.14), the intention of 
which is to provide an incentive towards mobility and to compensate for hardship” (13). 
This desire to compensate employees fairly is also expressed in the potential aspect of the 
policy, which states that “further to any monetary rewards payable under the mobility and 
hardship elements, service in a number of duty stations provides an opportunity for 
members of the staff to gain relevant experience in UNFPA and to reinforce their 
functional and core competencies. This, in turn, may constitute a basis for reassignment 
to a higher-level post and for other aspects of career advancement” (14). Thus, it is 
evident that there exist internal gender equality policies that prioritize internal promotions 
and mobility for UNFPA employees. As a result, this criterion can be coded as “present.”  
 Finally, UNFPA was reviewed for its possession of policies addressing recourse 
for staff members who experienced sexual and gender-based harassment. UNFPA’s 
policies on this matter are directly overseen by the Office of Audit and Investigation 
Services. The Office has published several specified reports and protocols regarding 
sexual and gender-based harassment within UNFPA, including Harassment, Sexual 
Harassment, and Abuse of Authority, and Overview of Mechanisms for Reporting 
Wrongdoing (UNFPA, OAIS). Within Harassment, UNFPA explicitly denotes that 
anyone who has experienced sexual or gender-based harassment can find recourse 
through several avenues. Specifically, the organization offers both “formal” and 
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“informal” resources for recourse, including “approaching the alleged offender, 
involvement of a third party, and Involvement of the Funds and Programmes 
Ombudsman” (5). This method aims to “conciliate or mediate on a strictly confidential 
basis. The objective of this grievance procedure is to assist the parties in finding mutually 
acceptable solutions through informal means and to foster or to reestablish a harmonious 
and productive work environment.” The formal method requires that a complaint that 
includes the name of the alleged offender, as well as the date and location of the offense 
be directly submitted to the Director of Staff for investigation if deemed credible (7). 
This may result in the employment of the offender being terminated if their action is 
found to be against the guidelines for staff behavior. UNFPA staff members clearly do 
have resources to achieve recourse for sexual and gender-based harassment through their 
director’s and oversight investigations. The UNFPA not only has organization-specific 
internal gender equality policies but has policies that address all three criteria pertaining 
to the ability of women to attain high-level leadership positions. This includes policies 
that address family accommodations, internal mobility, and recourse for sexual and 
gender-based harassment. As a result, UNFPA is coded as having such policies “present”.  
Table 7.1: Summary of UNFPA Internal Gender Equality Policies 

































Interview Data – UNFPA Internal Gender Equality Policies 
In order to support the coding executed utilizing UNFPA policies, an interview 
conducted with a UNFPA employee illuminated the influence of internal gender equality 
policies on the ability of women to achieve high-level leadership positions within the 
organization. Largely, the interview data supports the findings drawn from the coding 
data, with UNFPA possessing a wide range of internal gender equality policies. However, 
the interview also acknowledged the importance organizational culture in the efficacy of 
such policies in influencing the dependent variable. When asked about the inclusion of 
such organization-specific policies, the interviewee offered that despite the fact that 
UNFPA has performed well in ensuring access of women to high-level positions, there 
has been a recent push to continue to prioritize gender equality, especially through the 
development of the organization specific “Gender Equality Strategy,” which  is “one 
thing that more people are aware of is maybe the policies that we have around like our 
gender strategy for how to strengthen the gender, gender lens in our programs. That’s 
what the general strategy really does. It's a programmatic focus” (UNFPA Interview). 
Regarding the internal Gender Equality Strategy specifically, the employee stated “I think 
again, having the having the gender strategy has really helped us have a concrete kind of 
starting point to help… that has been a kind of bedrock of the work that gender unit does. 
So, it's critical to have that there. But having a strategy a set really helps us kind of say, 
this is what we're accountable to” (UNFPA Interview). This supports the finding that 
UNFPA does have specific internal gender equality policies and that such policies are 
influential in the development of gender equality in high-level leadership positions 
through creating organizational accountability to this goal. 
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 When asked about specific provisions within the internal gender equality policies 
of UNFPA, the interviewee offered that regarding policies on family leave and flexibility, 
that “our work life balance policies, [they’re] really cool. You know, again, it’s really the 
challenges it's up to every individual supervisor to kind of discern what they're 
comfortable with their staff and that's where things can get a little tricky, but the policies 
are there so the work life balance is an excellent thing,” including mentioning the ability 
for employees to work an extra hour for nine days to receive the tenth day of work off  
(UNFPA Interview). The interviewee also acknowledged the flexibility that UNFPA has 
regarding maternal health and leave, offering that “we have like a maternity leave policy, 
breastfeeding policy, flex work time, these different kinds of HR policies,” and despite 
the UN baseline being 16 weeks of maternity leave, the interviewee planned to take sixth 
months, in contrast to her previous pregnancy: 
in my last maternity leave with my son I took five months. I took the four months, plus I 
had about a month of annual vacation time that I had accrued, which I just added to my 
lead but ,even then I don't think I had enough, and I think had to take like a week 
especially without pay. This time I've decided that I will just because it's most likely my 
last pregnancy, I will take six months. And yes, I will have to use whatever basically 
leave I have accrued and then do special without pay for whatever's left” (UNFPA 
Interview). 
 
 The UNFPA employee also mentioned that the organization has an internal, informal 
women’s group, which pushes for the development of more women-friendly practices 
and policies within the office, modeled after a similar group at UNICEF which pushed 
the organization to extend its maternity leave to sixth months (UNFPA Interview). It is 
evident that the employee’s experiences corroborate the findings regarding UNFPA’s 
flexibility and family leave policies. These policies have clearly allowed female 
employees to access their positions from non-traditional approaches, including flexible 
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work and returning to work after maternity leave. These policies were supported by the 
organizational culture that promoted and advocated for such practices within the 
organization.  
 In addressing policies for upward mobility within the organization, the UNFPA 
employee offered that unconscious biases against women still remain a significant 
obstacle in preventing women from attaining high-level leadership positions. The 
interviewee stated that the organization would like to examine the differential in 
promotion time and access for women versus their male peers, asking questions of why 
women are often forced to “make greater sacrifices” to attain the same positions are their 
male counterparts (UNFPA Interview). The interviewee stated “I think this is this is all 
part of kind of conversation this informal women's group is having, but also that we're 
having formally with regards to the gender parity action plan that we want to develop in 
UNFPA….how can we be, through our policies we better supporting female staff 
mobility you know, if a woman is to take a duty station that is a non-family duty station, 
what are the kinds of things that she's facing that let's say her husband wouldn't if he was 
going for the same job?” (UNFPA Interview). 
 The interviewee furthered this notion by acknowledging “Are we making it easier 
for people to then, you know, visit their families on a periodic basis. Of course, there's 
R&R, family and family leave and this and that, but like, what are the dynamics, what do 
women have to make bigger sacrifices?” reflecting that the organization is beginning to 
take a more nuanced approach to understanding the influential factors that determine the 
ability of women to attain positions (UNFPA Interview). The interviewee noted that “I 
think now we as a UN family have reached a point where we can, we're much more 
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conscious of these issues we're much more open to talking about them will change come 
right away. Of course not. It will take time and blood, sweat and tears,” but “the fact that 
we have a very supportive Secretary-General who really puts gender at top of this agenda 
including gender parity, it's it helps and it's going to help I think a lot of entities prioritize 
these kinds of issues” (UNFPA Interview). This contradicts the coding data which 
identifies clear policies to promote women, but generally supports the notion that 
UNFPA works to address internal upward mobility of women. The UNFPA coding 
indicates that such policies to promote upward mobility are present, but in reality, they 
are not effective for staff members. Alternatively, the interviewee indicated that 
UNFPA’s organizational culture has acknowledged that there remains a gap in the 
numbers of women and men in high-level leadership positions. This supports the notion 
that organizational attitudes are influential determinates in the efficacy of such policies 
and reinforces UNFPA’s organizational dedication to understanding and addressing 
factors that prevent women from accessing such positions.  
 Finally, in noting the role of policies designed to address recourse for sex and 
gender-based harassment, the interviewee noted that “policy in place, we've got trainings 
around that we even have a senior advisor who kind of is in charge of any cases or 
advisory issues come up for sexual exploitation,” including that the organization has an 
ombudsman (UNFPA Interview). The UNFPA employee continued, stating that “We 
have an ethics advisor here who also can advise and then of course, you know, HR has its 
own mechanism for how resolution of... there's any cases that need to be officially 
brought to the attention of senior management to address” (UNFPA Interview). 
Regarding whether or not these policies and mechanisms are effective, the interviewee 
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stated “I do think that it's great to have all these mechanisms in place, but I think the 
whole UN system struggles a bit with still a bit of a culture of not reporting these things,” 
because of the “fear of retaliation or sometimes even not confidence in the system,” 
coupled with lack of fear that the system will change and the bureaucratic obstacles to 
effectively removing a perpetrator (UNFPA Interview). This indicates that though such 
policies are present, organizational culture and attitudes remain a large obstacle in 
surpassing challenges such as a sex and gender-based harassment. The discrepancy in the 
coding’s indication of such policies and the experiences of staff illustrates the strength of 
organizational culture in influencing the efficacy of such policies. It is clear that there are 
components of UNFPA’s organizational culture that keep women from utilizing such 
policies for fear of retaliation or shaming, thus minimizing the potential positive 
effectiveness of such policies. This illustrates that interaction between organizational 
culture and attitudes about policies and their effectiveness cannot be isolated in their 
effect on the dependent variable. 
 Overall, the interviewee stated that “I think the mechanisms and the policies are 
there, which again, I think it's really important to have that as, again the foundation of 
any organization to begin with, and then you know the rest of it you just have to change” 
(UNFPA Interview). The discrepancies between the coding data and the interview data 
are not significant, as such policies are present within the organization. However, the 
attitude and culture of the organization remains a significant influence in both whether or 
not such policies can be utilized and if they are effective. 
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Internal Gender Equality Policies - UNDP 
To assess whether or not UNDP possess specific internal gender equality policies, a range 
of internal staff guidelines, including the Gender Equality Strategic Plan 2014-2017, 
Recruitment and Selection Framework, Work-Life Flexible Working Arrangements 
Policy, and policy on Harassment, Sexual Harassment, Discrimination, and Abuse of 
Authority were all consulted. It is evident that UNDP does have internal, organization-
specific gender equality policies, as evidenced in the Strategic Plan, where the 
organization states its commitment to ensuring the enactment of its “strategies and plans 
promoting gender equality and women’s empowerment and policies for ensuring equal 
representation of men and women…this gender equality strategy serves this purpose. 
UNDP also has a gender parity strategy, which can be found in the annexes to this 
strategy on the website of the UNDP Executive Board” (16). Thus, it is evident that there 
exist organizations-specific gender equality policies within UNDP. 
In determining whether or not these policies allow accommodations for families 
and work-life balance, the human resources policies on flexible work were reviewed. 
Within these policies, UNDP explicitly states the options its employees have to manage 
their work time. Specifically, the Work-Life Flexible Working Arrangements Policy offers 
several options for employees, including the “10 in 9” policy, where employees who 
work an additional 50minutes per day for 9 days may receive the 10th day off work (4). 
Additionally, the policy also outlines options for flexible arrangements by working 
extended hours on certain days of the week or weeks of a given month dependent on an 
employee’s personal schedule (5). The policy also allows for employees to work part-
time, described as “available to all categories of existing staff for a limited period, while 
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occupying and serving in a specific post. Part-time employment may be granted for child-
care responsibilities, illness in the family, pursuit of outside studies relevant to UNDP 
work, and other such situations” (5). There are also allowances for maternity, paternity, 
sick, and educational leave with pay as options for employees, each of which are also 
compatible with part-time work (8). UNDP employees also receive dependent grants 
from the organization for child care costs, though this can be lessened if employees 
receive alternative funding from their governments (7). Finally, the policy allows for 
telecommuting to maximize employee flexibility if recommended by a superior (12). 
Thus, it is clear UNDP has specific policies to address family accommodations, and this 
criterion is coded as “present”.  
To evaluate if UNDP has internal gender equality policies to address internal 
mobility within its organizational structure, the organization’s Strategic Plan and 
Recruitment and Selection Framework was analyzed. The Framework outlines the policy 
guidelines for the hiring and promotion of staff. Within the Strategic Plan, UNDP 
outlines several targeted measures with regards to internal mobility: flexibility with 
‘time-in-post’ policies to provide women opportunities to apply for P4/P5 positions after 
only two years in a duty station; special hiring measures for bureaux that fall below 45 
per cent of women, including opening candidate pools only to women; a requirement that 
all bureaux address gender parity through retirement options for men and report on this 
issue as they work on the realignment of their capability during fiscal constraints; a 
requirement that all managers cultivate an inclusive work culture” (20). This indicates a 
clear dedication to ensuring that women have the ability to access high-level leadership 
positions. Additionally, the hiring of women and other minority groups is promoted 
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within the organization, as UNDP states that “in order to achieve and maintain an 
equitable distribution of staff, preference may be given to equally qualified women 
and/or nationals of countries that are underrepresented in UNDP. Similarly, UNDP hiring 
managers are expected to reflect national diversity and balance in gender within country 
offices and headquarters units” (UNDP, 9). Additionally, UNDP policy stipulates that 
employees cannot be appointed to positions below their current post unless they 
themselves choose to, otherwise staff members are encouraged to pursue lateral transfers 
or promotions of one to two staff levels (UNDP, Rank in Post, 5). Thus, it is clear that 
UNDP includes specific internal gender equality policies to address internal mobility 
within its organizational structure. As a result, this criterion is coded as “present.” 
Finally, the inclusion of policies including recourse for sex and gender-based 
harassment was evaluated. To do so, UNDP’s outlines on Harassment, Sexual Harassment, 
Discrimination, and Abuse of Authority were reviewed. At the onset of the recourse process, 
employees affected by sex or gender-based harassment may “wish to first contact the 
Office of the Ombudsman who can guide them on their options under the current 
policy. Contacting the Office of the Ombudsman will not affect the right of UNDP 
personnel to file a formal complaint with OAI at any time. Sexual harassment may also be 
reported to the external sexual harassment helpline where the counseling and guidance on 
the process will be provided” (5). Importantly, there is “no time limit for reporting sexual 
harassment. Complainants are strongly encouraged to report cases as soon as possible after 
the incident has occurred. Early reporting is critical to the success of any investigation and 
may significantly contribute to UNDP’s ability to address the allegations (5).  
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Afterwards, employees have the option to pursue either informal or formal 
mediation. The informal process of mediation consists of “Office of the Ombudsman 
offers informal advice to staff who do not wish to proceed immediately to a formal 
process. Should staff wish to pursue the informal mechanism they are encouraged to do 
so as soon as possible after an incident has taken place,” and obviously may not result in 
any administrative action taken by the organization against the perpetrator (6). The 
formal dispute resolution process begins with “complaints of sexual harassment may be 
reported to OAI at any time, regardless of when the alleged conduct occurred. For other 
types of prohibited conduct, a formal complaint must be filed with OAI [Office of Audit 
and Investigation] within one year from the date of the last incident. The time limits for 
filing a formal complaint are suspended while informal resolution is being pursued. In 
exceptional circumstances, the time limits may be extended by the Director, OAI” (6).  
Additionally, in certain circumstances the OAI may conduct an investigation if an 
anonymous tip is received, but the office retains the right to investigate sex and gender-
based harassment of their own initiative (7).  Therefore, it is clear that there exist 
specified organizational policies for employees of UNDP to pursue recourse for sex and 
gender-based harassment, and this criterion is coded as “present. Overall, seeing as 
UNDP possess a range of organization-specific internal gender equality policies, and 
such policies address family accommodations and flexibility, internal mobility, and 
recourse for sex and gender-based harassment, the organization will be coded as having 





Table 7.2: Summary of UNDP Internal Gender Equality Policies 




























UNDP Yes Present Present Present Present 
Interview Data – UN DESA Internal Gender Equality Policies 
As mentioned in the previous chapter, an interview conducted with a UN DESA staff 
member will serve to strengthen the coding conducted for UNDP given the similarity of 
both organization’s mandates. Largely, the UN DESA interview was consistent with the 
coding data of UNDP possessing the internal gender equality policies, yet the interview 
data also reflected that organizational culture was highly influential in whether or not 
gender equality policies were effective. When asked if they were aware of DESA specific 
gender equality policies, the interviewee stated: 
Not so much. I think we have one and... I'm going to close the door actually, because I 
think colleagues are starting to come in here. I mean, obviously Antonio Guterres is just 
making a big point of having the gender equality at the top and we all know that he's 
managed to achieve that, so that's great. Further down. I'm not quite sure how that 
actually works. I know we have goals but how that’s all put into practice, it’s a little bit 
fuzzy to me. But yeah, I'm sure it's all out there (DESA Interview).  
 
When asked about whether or not this attitude is indicative of the rest of the organization, 
the interviewee confirmed that “I think we're all generally aware, but not so much of the 
exact policies possibly, but of the drive to achieve greater gender equality” (DESA 
Interview). The interviewee did note, however that such policies have helped younger 
women break into the UN System: “I have more gotten the overall impression that it's 
harder, especially for younger women to make a career and to make their stand and so not 
 
 155 
sense if the policy now starts helping us, that’s great” (DESA Interview). This 
corroborates the finding that there do exist specific internal policies but reflects that the 
organizational attitude regarding such policies does not prioritize them. Again, this 
reflects a larger dynamic between organizational policies and their enforcement as 
dictated by organizational culture towards gender equality. 
 Specifically, when asked about policies regarding family flexibility and 
accommodations, the DESA employee noted that the conditions for maternity or paternity 
leave at their previous post within the UN System was difficult to manipulate. The 
interviewee shared that “special leave without pay, which is something that women like 
to do sometimes after maternity. And what I find very interesting is that of my peers, if 
you have applied for that and the people who got it, were women with children who 
could make a point that they need the time for family” (DESA Interview). This was 
contrasted with the experience of male colleagues: “I know a few men who have applied 
for it for all kinds of reasons who have not gotten it…and they left. The organization 
loses them by being inflexible. I felt was a bit of a discrimination towards men because 
for the women, it was like “I have family obligations”, you give it to them and for the 
men, it was much harder the scrutiny” (DESA Interview). There was no mention of 
flexible working arrangements within DESA, which contradicts the findings of flexible 
work and family leave for UNDP. However, this is not significant given that the 
interviewee also mentioned the ability of women to receive special leave for family 
obligations. This does indicate a similar pattern in which the organizational culture 
surrounding the policy influences its facilitation, in this case with the expectation that 
women should be in the home with their children garnering them special leave, with the 
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opposite being true for men. This reflects the larger dynamic between the influence of 
organizational policies and their enforcement through organizational attitudes.  
 Regarding mobility policies, the interviewee noted that they do exist, but such 
policies may actually hinder the chance for promotion because of consistent movement 
within the organization. The interviewee offered “I think that is actually something in 
terms of mobility, something that you often see is, if you’re mobile because the 
organization wants to push for mobility, right? But if you actually make the effort, 
because it's an effort, right? You have to write all the applications, that if you do it very 
often, you're not rewarded for that” (DESA Interview).  However, the interviewee did 
note that “I have a feeling from what everybody says and hears and what's going, on if I 
were to apply to P5 now, if I were a good fit for the profile, I would expect to have pretty 
good chances to get it being a woman” (DESA Interview). The interviewee did share that 
because of such policies “it may just be optimism on my part, but I have the feeling that 
women are slowly getting more shots [at high-level positions]” (DESA Interview).  
This was contrasted by a response to a question about organizational culture, in 
which the interviewee stated that during the hiring process “many people see themselves 
as “oh, but I am an equal opportunity manager,” I think many people see themselves that 
way and I'm not even sure that that they would hold actively gender discriminating views. 
I do think a lot of them hold them subconsciously. If you would ask them they'll always 
say “I always hire the best”, but then they'll have it always be a man” (DESA Interview). 
Thus, though the interview data support that such policies are present, it illustrates that 
attitudes and organizational culture of non-enforcement of such policies remains an 
obstacle to efficacy. Though it is consistent with the coding data, this interview data 
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further emphasizes the role that organizational attitudes have in ensuring that policies are 
correctly enacted. 
 Finally, the interviewee offered little direct commentary on policies for recourse 
of sex and gender-based harassment, stating “I haven't really ...I don't know anybody who 
had to do any of that” (DESA Interview). When asked to address the organizational 
culture surrounding gender equality, the interviewee noted that the shift towards openness 
for female empowerment is largely caused by the incorporation of gender equality 
policies: “Like even my old Chinese boss who's still around, I do think he's got more 
open to it. And I do think he's making more of a point of hiring women. And in this case 
for sure, it's influenced by the policies -  he just he like does it to fulfill these policies but 
it's about works that's great.  Even if it's part of the performance review. I mean, if it's 
helping make a positive change” (DESA Interview). The interviewee also referenced the 
Secretary-General’s example of gender parity as a key influence for changes within 
DESA’s organizational culture, offering that “implementing it from the top, and it's really 
leading by example. I think that's a good way of doing it. It sets a precedent than the 
other it's just visible you have very high-power positions filled with women” (DESA 
Interview). This supports the finding that such policies are present.  
 Overall, it is evident that there is consistency between the UNDP policy coding 
and the DESA interview in reference to the presence of gender equality policies. 
However, there does exist a discrepancy between the policies possessed by the 
organization and the experiences of the DESA interviewee. This reinforces the notion of 
organizational culture and its attitude towards gender equality as a key factor in 
 
 158 
influencing the effectiveness of policies designed to promote women into high-level 
leadership positions.  
Internal Gender Equality Policies – UNIDO  
To determine whether UNIDO possessed organization-specific internal gender equality 
policies, the same criteria were used in evaluating a range of the organization’s 
publications. To begin, the organization’s Gender Equality and Empowerment of Women 
Strategy, 2016-2019 was reviewed for the inclusion of any mention of UNIDO’s specific 
approach to gender equality policies. Within the document, it explicitly delineated that 
UNIDO has adopted a specific policy set and implementation method for its gender 
equality policies: 
UNIDO will use a twin-track approach by combining two different strategies towards 
gender equality and empowerment of women and applying them for both programming 
and for building an enabling organizational environment:  
(a) Gender mainstreaming means making women’s as well as men’s concerns and 
experiences an integral dimension of the needs assessment, design, implementation, 
monitoring and evaluation of all UNIDO programmes, policies and organizational 
practices; 
(b) Gender specific interventions or targeted actions are temporary special measures 
responding to gaps or a clear need of a particular group, including among UNIDO’s own 
staff, with the objective of enabling them to equally participate in and benefit from 
industrial development efforts, and ensuring equal access to and benefit from UNIDO’s 
programmes, projects and organizational practices. Women’s economic empowerment 
programmes fall under this category (UNIDO, 5).  
Thus, it is clear from the Strategy evaluation that UNIDO does possess organization-
specific gender equality policies. As a result, this criterion is coded as “present.” 
 Within UNIDO’s specialized organizational policies, measures addressing family 
accommodations and flexibility were reviewed. Specifically, within the Staff Regulations 
and Rules, which delineate provisions regarding “the basic rights, duties and obligations 
of the Secretariat of the Organization and the fundamental conditions of service of its 
staff” (2). Within the guidelines published for staff, there is the stipulation that “The 
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Director-General shall establish a scheme of social security for the staff, including 
provisions for health insurance, sick leave and maternity leave, and reasonable 
compensation in the event of illness, injury or death attributable to the performance of 
official duties on behalf of the Organization” (11). This is the only mention of any sort of 
family leave within the entirety of the Staff Regulations, as it is a legal requirement for 
UNIDO’s operation to provide maternity leave. Aside from this, there is no mention 
whatsoever of part-time or flexible work arrangements within the Staff Regulations. 
These are clearly not accounted for by the organization, as it only makes mention of 
special home leave on a bi-annual basis, with no additional specific provisions. The lack 
of measures embedded within the staff policies regarding flexibility and family 
accommodations results in this criterion being coded as “absent.” 
Additionally, the inclusion of policies to address mobility within the organization 
was assessed. To do so, UNIDO’s Human Resources Framework was reviewed for its 
personnel protocols. Within the Framework, UNIDO acknowledges the importance of 
gender balanced representation in hiring, stating that “Special attention shall be given 
with respect to reaching the  goal of 50/50 gender balance within the Organization in the 
Professional and higher categories” (8). UNIDO also has a specialized promotion 
structure from staff moving from the general (G) level to the professional (P) level.  It 
states that “General Service staff appointed under the 100 series of the Staff Rules whose 
contracts are financed through biennial budgetary resources may apply for professional 
posts. Applications are receivable from staff members at grade levels G-5 and above for 
P1,” but makes mention of “excluding those under the Young Professional’s Programme, 
P-2 and P-3 posts” (16). This policy is also built on the condition that staff members 
 
 160 
apply “provided they meet the requirements of the post as reflected in the job profile and 
have served in their current posts for at least two years and in the Organization for not 
less than five years” (16).  Additionally, UNIDO also has provisions for “merit 
promotions” of its staff members, which allow them to ascend a professional staff level 
provided they have consistently “exceeded expectations, showing initiative, dedication, 
capacity for work and competencies that go beyond those usually expected from staff of 
their grades,” if they have served at least five years at their post (16). However, merit 
promotions can only be offered once in an employee’s entire UN career. Given the 
promotion of women during the hiring process and the policies to promote internal 
mobility within UNIDO, this criterion is coded as “present.”  
Finally, the inclusion of organizational policies to address recourse sex and 
gender-based harassment within UNIDO was evaluated. To do so, the was reviewed for 
mention of policies that allow staff members who have experienced sex or gender-based 
harassment to address it within the organization. The UNIDO gender equality and 
empowerment of women, Report by the Director General was analyzed. Within the 
report, there is mention of UNIDO adopting a new policy to address sexual harassment, 
stating “in December 2016, UNIDO adopted a policy on “Prohibition, prevention and 
resolution of harassment, including sexual harassment, discrimination and abuse of 
authority” (DGB/2016/13), laying the foundation for a positive, supportive and non-
discriminatory organizational culture” (3). Upon investigation of the document 
mentioned, the policy itself is actually a product of the Secretary-General’s office and 
was simply adopted by UNIDO. Although the policy includes measures for both informal 
and formal mediation proceedings, the policies included within the document are not 
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organization-specific to UNIDO. As such, this criterion is coded as “absent.” In assessing 
the complete criteria for UNIDO, the organization does possess some organization-
specific internal gender equality policies, including those regarding mobility within its 
organizational structure. However, UNIDO lacks both the inclusion of policies 
addressing family accommodations for its employees and recourse for sex and gender-
based harassment within its organization-specific gender equality policies. Seeing as a 
majority of the policy-specific criteria are not present, UNIDO is coded as having internal 
gender equality policies “absent.” 
Table 7.3: Summary of UNIDO Internal Gender Equality Policies 




























UNIDO Yes Absent Present Absent Absent 
 
Interview Data – UNIDO Internal Gender Equality Policies 
To extend beyond the data coded within this chapter pertaining to UNIDO’s internal 
gender equality policies, interview data also provides insight into the effect of such 
policies within the organization. The UNIDO interview data was inconsistent with the 
majority of the coding data, as the interviewee consistently referenced both the lack of 
sufficient internal gender equality policies and the organizational culture of the 
organization as a key limitation on the ability of women to attain high-level leadership 
positions. When asked about specific UNIDO gender equality policies, the interviewee 
stated that staff members within the organization “know they exist, but I'm pretty sure 
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that none of them have read them” (UNIDO Interview).  The interviewee did not think 
that this approach to the policies is likely to change in the near future, offering that for 
men to take gender equality seriously in an organizational context “you have to go 
through performance evaluations and stuff like this…there has to be an impact and 
negative impact on their own career for them to change. And that's what it takes. So it can 
only be done by policies and by tough implementation” (UNIDO Interview). This does 
indicate that though there are policies present within UNIDO, they are largely insufficient 
in achieving their intended goals due to low adherence from staff members.  
More specifically, when asked about UNIDO’s provisions for family 
accommodations, the interviewee noted that “there's a lot of speaks against the 
organization. But the fact that I could make it work for myself in terms of part time and 
having a family and work life balance and accessing that flexibility, that to me was worth 
a lot” (UNIDO Interview). The interviewee also detailed the process of being one of the 
first key employees to have requested additional time for maternity leave, “no one before 
me had at the professional level had asked to work part time and they did grant it to me 
under the same Director General who also was African one, and he was very he was very 
supportive and he was quite flexible and what he allowed the staff…And after that a lot 
of women  went to part time for a few years, and I did it for very long time” (UNIDO 
Interview). This was contrasted to the precedent within UNIDO limiting the ability of 
women to access maternity leave, in that “for many years, they women could not get 
extra time off but the 16 weeks and then, then actually one other colleague and I asked 
for a one year extension leave without pay…and we got that. They installed a policy that 
men also get paternity leave. So it was like, quickly, they took care of themselves and 
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which is fine, you know, but it was just suddenly it all worked very quickly,” rather than 
the initially painstaking process required to have received approval for additional leave 
for maternity (UNIDO Interview). This initially appears to contrast the finding that no 
such policies exist for UNIDO, but it appears that the policies referenced by the 
interviewee are those available to all employees of the UN System, and supports the lack 
of organization-specific policies. Additionally, these statements reflect how UNIDO’s 
organizational culture prioritized an efficient policy change for its male employees but 
required additional requests from its female staff members. This organizational attitude 
indicates a neglect for the policies that most frequently affect women, as the maternity 
and leave policies were only utilized at the insistence of female employees. The 
statements issued by the interviewee reinforce the dynamic that UNIDO’s organizational 
attitude towards women has hindered the effectiveness of its gender equality policies.  
In addressing the role of mobility and flexibility within the organization, the 
interviewee lamented the organizational structure and culture, identifying that it was 
extremely difficult for women to be taken seriously as valid candidates for high-level 
positions:  
[UNIDO] always values an engineer over an economist and then he will always say that 
no women you know, and the women engineers they’re just so difficult. So it is there's 
always an excuse why it cannot be a woman. And any depends very much on the 
management of the organization. And we always I mean, look at UNIDO’s management 
structure, you must have seen this. They have one token woman who was head of HR and 
she's considered not to know anything, right. Although she used to be. I think she was a 
minister of industry actually. So she already knows best. Yes. So, but it's, you know, even 
she is at that level, she's been reduced to a token (UNIDO Interview).  
 
Additionally, when prompted to reflect on personal experiences with mobility, the 
interviewee acknowledged “I have risen very slowly and compared to the men who 
started with me. I'm on average and at least one level down from where they are 
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interested in sometimes two levels down. Of course, I’ve worked part time. So that has 
had an impact. But, and if I hadn’t worked part time, maybe I would be at the same level” 
(UNIDO Interview). Culture and geographic representation was also acknowledged as 
sup receding gender during the hiring process, as the interviewee purported that “I'm sure 
gender is last on the list of [hiring] priorities. Definitely. They will always say, ‘but at 
least we got an African’” rather than focusing on gender as an important identity marker 
in the hiring process (UNIDO Interview). This does not reflect the finding that UNIDO 
aims to prioritize gender in its hiring process as evidenced in the coding data. This 
discrepancy is significant, as it reflects that the attitude held by high-level UNIDO staff 
functions as an obstacle for women to enter into the position despite such policies being 
in place.  
 Regarding recourse for sex and gender-based harassment, the interviewee offered 
a range of insights into how the policies at UNIDO have attempted to address the issue. 
The interviewee stated that “at the working level, actually, these policies have helped to 
do more programs in this area. And I think I mean, the policies also do help that, for 
example, we had now before I left [the Vienna office] there was a series of harassment 
workshops. And that was very interesting because not only did they define harassment for 
the staff, but it was really sort of practical examples and at what level it happens. And 
this all this sort of this subtle harassment,” which had previously not been discussed 
within the organization (UNIDO Interview). Regarding sex and gender-based 
harassment, the interviewee also shared that “a lot of colleagues did not know that 
difference, you know, they would very easily talk about sexual harassment when it was 
really gender based harassment which I think that I mean that, there is a difference” 
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(UNIDO Interview). The interviewee also shared that a close friend had been severely 
harassed on the basis of her gender:  
I tried to help her go to HR and all that, but she said look “it’s not going to help me, it's 
not going to make any difference”. And then she left the organization. And what she did 
is she never did say that it was because she was harassed by this guy. Because it's almost 
still kind of a taboo, sort of a taboo. Yeah, unwritten rule that you don't verbalize it you 
know, because you never know what happens you may want to come back to this 
organization or wanted to still have contracts and all that, and I mean you can't win 
(UNIDO Interview). 
 
This pessimism about the recourse policies was further expressed when the 
interviewee shared that “honestly, if if a woman came to me, I would probably not even 
advise her to do it [report harassment]…. at the end of it, she looks bad. And the guys rub 
shoulders and they go [scoffs] you know, so I still think it's an environment where you 
can't win and if this and if these processes need to be in place, it's already you're already 
losing, you know, it should not ever come to that even” (UNIDO Interview). Alluding to 
how slight gender-based and sexual harassment can be, the interviewee offered that 
gathering witnesses and writing down statements about macroaggressions is essentially 
useless within the organization. The interviewee shared that it would be best for any 
woman who may be contemplating reporting harassment “to get out of that situation 
because you can't win it, don't fight it. There's no way you can win it, not in the UN 
system” (UNIDO Interview). Overall, the interviewee was deeply upset by the lack of 
openness to gender equality in UNIDO due to having experienced significant harassment 
and stereotyping throughout the course of her career (UNIDO Interview). This supports 
the coding finding that there are not sufficient policies that address recourse for sex and 
gender-based harassment. However, the experiences noted by the interviewee also 
indicate that there is a deeply pervasive organizational culture that is biased against 
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women, so much so that women who have experienced harassment are encouraged not to 
report such activities.  
Overall, there are significant discrepancies between the coded data for UNIDO 
and the statements offered by the interviewee. It is evident that UNIDO’s organizational 
culture differs greatly from the policies the organization possesses, and these policies are 
most likely in place to address the issues of bias and stereotyping mentioned by the 
interviewee. Regardless of the intention of such policies, the interviewee’s experiences 
illustrate these policies are largely ineffective due to the organizational attitudes towards 
gender equality within UNIDO.  
Internal Gender Equality Policies – UNRWA 
UNRWA was also assessed for the presence or absence of organization-specific internal 
gender equality policies. To execute this analysis, the UNRWA Integrating gender, 
improving services, impacting lives: gender equality strategy 2016-2021 was evaluated. 
Within this document, there was explicit mention of several organization-specific gender 
equality policies, including that UNRWA’s policies are, at “the organizational level is 
aimed at developing gender- sensitive organizational culture and management practices 
and will focus on the following pillars: inclusive staff development, staff ’s gender 
awareness and capacity development, staff safety and security, monitoring and 
knowledge, internal communications and participation of staff, and outreach and 
participation of community members,” and furthered that “gender mainstreaming actions 
for each of these pillars have been identified to ensure a systematic process for 
organizational change is put in place” (1). Additionally, the Strategy acknowledges there 
are four main drivers behind UNRWA’s gender equality policies, including: 
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strengthened gender architecture to ensure that gender structures and coordinating 
mechanisms are geared towards providing technical inputs and facilitating 
implementation of identified actions for gender mainstreaming; ii) appropriate allocation 
and monitoring of financial resources for gender mainstreaming that are tracked through 
a ‘gender marker’ to ensure gender accountability; iii) leadership, including the 
commitment and support of  senior leadership and management, and programme and 
administrative staff in managerial roles, to bring about changes to the Agency’s 
organizational culture and operations; and iv) gender accountability, to be monitored 
through a framework for different levels of gender mainstreaming actions (1). 
Thus, it is evident that UNRWA possess organization-specific gender equality policies. 
As a result, this criterion is coded as “present.” 
Subsequently, UNRWA policies were analyzed for the inclusion of family 
accommodations. Within the UNRWA Staff Rules guide, the entirety of policies that 
govern the experience of UNRWA’s employees are detailed. UNRWA allows its staff 
members the opportunity to apply for special leave, which may be granted “in case of the 
death of a member of the staff member’s immediate family, in cases of extended illness, 
for child care or for other important reasons for such period as the Commissioner-
General may prescribe” (27). Additionally, UNRWA has specialized dependent 
provisions for its staff members, from single-parents to spousal supports for its 
employees in a range of different duty stations (12). This dependency allowance also 
includes specialized rent subsidies for post adjustment as employees are rotated through 
duty stations, and may extend the additional subsidization of employee housing 
depending on their family situation (13). UNRWA also includes special provisions to 
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cover the costs of family travel, including that “the Agency shall pay the travel expenses 
of a staff member's eligible family members either from the place of recruitment or from 
the place of home leave” (38). Given these policies, it is evident that UNRWA’s gender 
equality policies address family accommodations. This criterion is coded as “present.”  
The inclusion of gender equality policies addressing internal mobility within the 
organization was also determined by evaluating the Staff Rules. Regarding the promotion 
of internal candidates, UNRWA stipulates that specific circumstances are utilized when 
hiring within the organization. The Rules state “Vacancies for which eligibility to apply 
is restricted to such internal candidates shall be referred to as “internal vacancies”. The 
conditions under which persons other than internal candidates may apply for internal 
vacancies shall be defined by the Commissioner- General,” meaning that specialized 
internal vacancies are primarily reserved for pre-existing UNRWA staff, rather than 
outsiders (23). Additionally, the rules state “he Commissioner-General may define 
conditions under which female staff members of other United Nations common system 
organizations applying to UNRWA vacancies may also be considered as internal 
candidates,” thus giving other women within the UN System an advantage by making 
internal positions available to them, even if they are not directly affiliated with UNRWA 
(23). The inclusion of specified internal application posts and promotion of women 
clearly constitute policies to address internal mobility, thus this criterion is coded as 
“present.” 
Finally, the incorporation of policies addressing recourse for sex and gender-
based harassment within UNRWA’s gender equality policies was evaluated. Within the 
Department of Internal Oversight Services’ (DIOS) 2017 report, it stated that the 
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Department is responsible for investigating claims of sexual or gender-based harassment 
along with other forms of harassment and abuse within the organization. In the report, it 
was acknowledged that “The Ethics Office also has a number of responsibilities related 
to the Agency’s policies on protection from sexual exploitation and abuse (SEA) of 
beneficiaries and on the prohibition of discrimination, harassment – including sexual 
harassment – and abuse of power in the work context, hereinafter collectively referred to 
as Prohibited Conduct” (18). When reviewing the policies UNRWA has in place for its 
harassment and abuse of authority regulations, it was found that the organization had 
adopted ST/SGB/2008/5, the Secretary-General’s bulletin on Prohibition of 
discrimination, harassment, including sexual harassment, and abuse of authority. 
Though this policy includes procedures for employees to report abuse or harassment, it is 
a general UN-System wide guideline that has been adopted and enforced by UNRWA. 
There are no specific components of the policy that are directly connected to the 
organization’s protocols published elsewhere in its Staff Rules. Seeing as there are 
policies for recourse of sex and gender-based harassment in place, but they are not 
organization-specific to UNRWA, this criterion is coded as “absent.” In totality, 
UNRWA does possess internal gender equality policies, and a majority of the policy 
criterion, including both family accommodation policies and internal mobility policies. 







Table 7.4: Summary of UNRWA Internal Gender Equality Policies 



























UNRWA Yes Present Present Absent Present 
Interview Data – UNRWA Internal Gender Equality Policies 
As with all other case studies, an employee at UNRWA was interviewed to better 
understand the influence of the organization’s internal gender equality policies on the 
ability of women to attain high-level leadership positions. The interview data was largely 
consistent with the coding data in that all of the policies coded as present were 
referenced, yet the interviews also illuminated that such policies had a limited efficacy 
due to the organization’s culture.  When asked about UNRWA’s specific policies, the 
interviewee acknowledged that there was significant confusion surrounding gender 
equality and gender mainstreaming, especially in the early days, so as a result, when 
adopting policies, “so it was their [UNRWA’s gender unit] idea was to make the policy 
known and make it concrete” (UNRWA Interview). When referencing the process of 
policy adaptation, the interviewee gave examples of work on gender-based violence and 
education, which were specific programs that each integrated a gender response strategy, 
stating that beyond the field, “strategy that defines the processes that we will be 
implementing. But these to ensure gender is included in services and also in the 
organization side, the only thing these are processes. So our staff are also staff to it 
[gender training], too” (UNRWA Interview). When asked to detail the relationship 
between UNRWA’s field gender equality policies and internally oriented policies, the 
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interviewee described them as “complementary,” and also exemplified this philosophy 
by identifying the use of gender focal points in both operational capacities and in 
headquarter teams (UNRWA Interview). This indicates that as evidenced in the coding, 
such specific policies are present in the organization.  
 When asked about the inclusion of policies addressing flexibility and family 
accommodations, the UNRWA interviewee offered no personal experience, but 
acknowledged that the lack of flexibility for Palestinian woman remains a steep obstacle 
to procuring more female staff in UNRWA’s field offices (UNRWA Interview). 
Alternatively, when asked about the processes of internal hiring and mobility, the 
interviewee offered a range of insights, “I don't think that on internal hiring… a lot of 
things. I don't think that UNRWA has the strongest policy, and I'm not seeing that this 
was moving the female employees [up the organization’s hierarchy]” (UNRWA 
Interview). This was reiterated in an additional statement, in which the interviewee 
stated that “ I don't think that we have the strongest internal hiring policy, and after that 
there was no consequence for example of moving on gender equality,” and when pressed 
on how this may be improved, the interviewee proposed the organization is best served 
by following the Secretariat’s model: “I think, okay, UNRWA could be and should be 
more forward in working to achieve gender parity for senior position we have a plan as 
you can as, you know that there is a commitment from the SG on this,” and expressed 
hope of catching up to the rest of the UN System by 2021 (UNRWA Interview). 
Additionally, the interviewee highlighted that high-level commitment to gender equality 
was powerful, proposing that “senior management commitment on these would make a 
difference in terms of change, right away quickly. When there is a real will to change it 
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and kind of accountability” (UNRWA Interview). These comments support the coding 
data and the finding that such policies are present within UNRWA. However, it also 
illustrates that the process of implementation for such policies is hindered by UNRWA’s 
organizational attitude towards gender equality, evidenced by the potential for senior 
management to have a great effect on the rest of the organization if they were to 
prioritize gender equality. In highlighting the need for a will to change, the UNRWA 
interviewee reiterated the interaction between organizational culture and gender equality 
policies, with a will to change resulting in stronger policies and greater adherence.  
 Finally, when asked about the organization’s policies on recourse for sex and 
gender-based harassment, the interviewee noted that they had received reports of such 
incidents from colleagues, in both instances outside and inside of being formally involved 
in mediation processes. The interviewee shared that “I am not recalling persons, but of 
course as a the gender person I also I had people, even if I'm not I'm not in charge of 
all...the what is sexual exploitation and harassment, they're not related to my job. But I 
also have people talking to me, and in fact of course or I was also consulted formally by 
people that, colleagues that were working with investigations or the ethics office” 
(UNRWA Interview). This was all the information offered with regards to said policies, 
and supports the finding that UNRWA utilizes the basic UN System structure for its 
sexual and gender-based harassment policies. The interviewee did stress the importance 
of policies changing the culture and programmatic components of the organization, 
including that “I think that when UNRWA moved on having the gender strategy and then 
policy the first, in  2007, I think that, well, it was part of a whole the process a lot of 
things were changing in organization,” and exemplified the shift through the widespread 
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integration of GBV education and prevention into staff training and technical 
programming (UNRWA Interview). This encapsulates the interaction between 
organizational culture and internal gender equality policies, by illustrating that as the 
organizational culture towards GBV education and training shifted, these components 
became widespread through the organization’s programming. It is clear that this 
interaction is influential in the effectiveness of such policies.  
Overall, in terms of promoting gender equality within the organization’s culture, 
the interviewee noted that “I think that what made the difference is using, working, with 
change agents on concretely showing that it is possible to do it… like for example, 
having met a female, in some of the senior area positions that are more reserved, seen as 
more reserved to senior management, has made a big difference” (UNRWA Interview). 
This idea was brought up again at the end of the interview, in which the interviewee 
shared that to improve gender equality within the organization, “having more policies,” 
would make a positive change,  but qualified this by acknowledging that “the problem 
also is that we have a lot of limitations in terms of resources, so I don't know how far this 
could,  possible taken into account also the size of the organization. But these are...they 
would help a lot” (UNRWA Interview). This supports the finding that the policies 
possessed by UNRWA are consistent with the coding data. However, the interviews also 
reflected how policies and people in positions to influence the culture surrounding such 





It is evident due to the variation in the final trait assignation for each of the case studies, 
that internal gender equality policies are more effective in explaining the differentiations 
in the dependent variable as measured by the percentage of women in high-ranking 
leadership positions for each case study. In reviewing across all four of the case study 
organizations, there does appear variation in the final trait assignations of each 
organization, with UNIDO solely being coded as having internal gender equality policies 
absent, with UNFPA, UNDP, and UNRWA each coded as possessing internal gender 
equality policies. There is additional variation, as UNRWA, despite having its final trait 
assignation as “present,” does lack specific internal policies that address recourse for sex 
and gender-based harassment and instead utilizes the general UN System framework. 
This is significant given that the only other organization also missing this criterion is 
UNIDO, which fails to incorporate internal specific policies on reporting sex and gender-
based harassment.  These organizations also possess the lowest percentage of women in 
high-level leadership positions, indicating a positive relationship between the presence of 
such policies and the ability of women to access such positions within each organization. 
Table 7.5: Summary of final Trait Assignation for Internal Gender Equality Policies 































UNFPA Yes Present Present Present Present 
UNDP Yes Present Present Present Present 
UNIDO Yes Absent Present Absent Absent 




In reviewing across the interview data, the interview material for each 
organization was largely consistent with the coded data, with the few differences being 
attributed to the interactive influence of organizational culture on the enactment of 
gender equality policies. This finding was also consistent across all four case study 
organizations. Throughout each of the interviews, the attempts to isolate the effect of 
each organization’s internal gender equality policies were largely unsuccessful, as the 
interviewees consistently referenced, even when prompted to speak only to the effects of 
internal gender equality policies, how the organizational attitudes towards gender 
equality influenced the enforcement and legitimacy of policies designed to promote 
women into high-level leadership positions across each IO. 
 However, through incorporating the interview data in the larger analysis within 
this chapter, it is evident that internal gender equality policies are not the sole factor that 
influences the dependent variable. Rather than the anticipated relationship between 
organizational structure (addressed in the previous chapter) and internal gender equality 
policies on the dependent variable, this chapter has illustrated that internal gender 
equality policies and their interaction with organizational culture have a more influential 
effect on the ability of women to attain high-level leadership positions. This is evidenced 
throughout the variation evident in each of the case studies. Additionally, the interviews 
in this chapter have illustrated that despite attempts to isolate the effects of internal 
gender equality policies, they are inextricably connected to organizational culture. Thus, 
despite the methodological attempt to do so, such factors cannot be separated in 
understanding their effect on the dependent variable.  
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The combination of data analyzed through the coding process for each case study 
and data recovered through the interviews illustrate that both the breadth of policies 
themselves and the organizational attitudes adopted towards such policies were deeply 
influential in affecting the ability of women to attain high-level leadership positions. This 
is extremely important, given that the coding did not accounting for this specific 
component of organizational culture. As a result, it can be concluded that internal gender 
equality policies do have an influential effect on the dependent variable, but only when 






Chapter VIII: Conclusions and Implications 
 
Introduction 
As stated in the introductory chapter, this study addressed the question of how do the 
internal dynamics of IOs affect the ability of women to attain high-ranking professional 
positions within international secretariats? The initial analysis of the relevant literature 
proposed that the combined effect of an organizational structure open to female 
leadership and the presence internal gender equality policies of an IO would yield the 
highest percentage of women in high-level leadership positions. However, this study 
attempted to isolate the effect of institutional mechanism on the ability of women to 
attain high-level leadership positions. This approach was utilized to investigate whether 
or not the institutional mechanisms within an IO could solely influence the ability of 
women to attain high-level leadership positions without the impact of organizational 
culture. Seeing as many organizations address gender equality through their institutional 
mechanisms rather than their organizational culture, it is necessary to understand the 
independent influence of institutional mechanisms on the ability of women to attain high-
level leadership positions, especially in IOs which have organizational cultures “open” to 
female empowerment but still lack a significant percentage of women in leadership roles. 
Yet, based upon the coding data and interview data reviewed across Chapters V, VI and 
VII, it is evident that organizational structure and an IO’s internal gender equality 
policies individually do not sufficiently account for the variation in the percentage of 
women in high-level leadership positions.  Ultimately, the findings of this paper support 
the initial argument present in the existing literature that there exists an interactive effect 
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between organizational culture, structure, and internal gender equality policies on the 
ability of women to attain high-level leadership positions. 
 This chapter evaluates the primary findings. The research conducted indicates that 
the literature’s assessment that there exists an interactive effect between organizational 
culture, structure, and gender equality policies on the dependent variable holds true. 
Additionally, this work has concluded that the internal gender equality policies, when 
coupled with organizational culture, are more influential determinants of the ability of 
women to attain high-level leadership positions than organizational structure. This is due 
to the lack of variation in organizational structure and the greater variation across internal 
gender equality policies determined in Chapters VI and VII.  After presenting the 
findings, this chapter identifies the implications for both the relevant literature and 
international organizations. Additionally, this chapter analyzes the strengths and 
limitations of this study and offer suggestions for future research.  
Findings 
The principal finding discovered through this research is that the individual factors that 
determine the ability of women to attain high-level leadership positions cannot be 
isolated from each other and confirms that, as asserted in the synthesis of the literature, 
an IO’s organizational structure, culture, and internal gender equality policies have 
interactive effects on the dependent variable. This was established by working across the 
analysis conducted in Chapters V, VI, and VII. To begin, Chapter V sought to control for 
organizational culture to minimize the effect across each of the case study organizations. 
Initially, this was successful in accordance with the outlined criteria in that each of the 
IOs selected for case study had the same organizational culture and were open to female 
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empowerment. The subsequent two chapters attempted to isolate the effects of 
organizational structure and internal gender equality policies, respectively, on the 
dependent variable. In the process, it became evident that organizational structure was 
inherently linked to organizational culture and did not have a distinctly separate effect on 
the ability of women to attain high-level leadership positions. It was also illustrated that 
an IO’s internal gender equality policies were more influential in affecting the dependent 
variable, although these were also interlinked with organizational culture. Thus, in the 
end the effort to control for organizational culture as executed in Chapter V offered little 
analytical leverage.   
 In assessing the results of Chapter V, it is evident that, despite the attempt to 
control for the influence of organizational culture, this dynamic is largely influential in 
determining the ability of women to attain high-level leadership positions within IOs. 
With UNFPA, UNDP, UNRWA, and UNIDO all being coded as having the same 
organizational culture, it was expected that this would allow for greater variation within 
their organizational structure and internal gender equality policies that would explain the 
differential in the dependent variable for each organization. Initially, it was predicted that 
given the percentage of women in high-level leadership positions (see table 8.1) for each 
organization, that UNFPA would have both an organizational structure conducive female 
leadership and internal gender equality policies, that UNDP or UNRWA would have a 
combination of one of each of these traits, and UNIDO would have an organizational 
structure conducive to female leadership and lack gender equality policies. This was 
predicated on the argument that the literature proposed that a presence of both structural 
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mechanisms and targeted policies would yield the highest results for women in high-level 
leadership positions.  
Table 8.1: Dependent Variable, measured as Percentage of Women in High-Level 
Leadership Positions 






Source: UN Women 
However, throughout the coding process, rather than the predicted trait condition 
matrix, there was significantly less variation amongst the trait conditions for the four case 
studies than anticipated for both organizational structure and internal gender equality 
policies. In reality, three of the four case studies shared the same trait condition of 
possessing both an organizational structure conducive to female leadership and had 
internal gender equality policies present within the organization. This indicates that the 
hypothesized relationship between the two traits is insufficient in predicting the outcome 
of the dependent variable, again reinforcing the inability of both an IO’s structure and 
internal gender equality policies to be measured individually for their effect on the ability 









Table 8.2: Final Outcome Positions of Case Studies in Trait Condition Matrix 
 High presence of internal 
gender equality policies 
Low presence of internal 
gender equality policies 
Organizational structure 





Predicted greatest impact 
in ability of women to 
attain high-level leadership 
positions (UNFPA, UNDP, 
UNRWA) 
Predicted intermediate 
impact in ability of women 









impact in ability of women 
to attain high-level 
leadership positions 
(None) 
Predicted lowest impact in 
ability of women to attain 
high-level leadership 
positions (None) 
As evidenced through the coding and interview data analyzed throughout Chapter 
VI, there exists no variation in organizational structure amongst the four case studies, 
with all four IOs coded as possessing structures that are “conducive to female 
leadership”. Seeing as there remained significant dependent variable variation, or the 
percentage of women in high-level leadership positions despite the homogeneity in the 
trait assignation across the four case studies for organizational structure, it is clear that an 
organizational structure open to female empowerment does not have the hypothesized 
effect of increasing the percentage of women in high-level leadership positions. This 
contradicts the hypothesized relationship between the two variables. Specifically, it was 
anticipated that there would exist variation amongst all four case studies, with 
organizations possessing the organizational cultures closed to female empowerment 
having the lowest percentage of women in high-level leadership positions.  
Additionally, within the interview data, it was inconsistent with the coding data 
provided. Despite the fact that such structural mechanisms were present in the 
organizations, the interview data illuminated that many of the structural components of 
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IOs, especially UNRWA and UNIDO, were rendered largely ineffective due to the 
organizational culture and attitudes towards such structural mechanisms. Even when 
unprompted to do so, interviewees from each case study organization consistently 
referenced the role that organizational culture has in influencing the effectiveness of 
structural mechanisms. The interview data functioned to build a deeper understanding 
regarding the role of organizational structure in its effect on the dependent variable. In 
comparing across both sets of data, it is clear that, unlike the expectation that structural 
dynamics alone would influence the ability of women to attain high-level leadership 
positions, the organizational culture surrounding structural mechanisms is a key 
determinant in the effectiveness of such structural mechanisms. Organizational structure 
cannot be completely invalidated for its interactive effect with policies and organizational 
cultures, but as the lack of variation within the coding data illustrates, it also cannot be 
understood as a sole casual mechanism in its relationship with the percentage of women 












 Table 8.3 – Composite Trait Assignation for Organizational Structure 
















UNFPA  Present Present Absent Conducive to 
female 
leadership  
UNDP Present Present Present Conducive to 
female 
leadership  
UNIDO Present Present Present Conducive to 
female 
leadership  




Alternatively, in Chapter VII, each of the case studies is coded for whether or not 
its internal dynamics include internal gender equality policies. Throughout this process, 
there does appear to be variation in the final trait assignations of each of the 
organizations, with UNIDO solely being coded as having internal gender equality 
policies absent due to its lack of inclusion of policies addressing family accommodations 
and policies addressing recourse for sex and gender-based harassment. Additionally, 
UNFPA, UNDP, and UNRWA are coded as each possessing such policies. There also 
exists slights additional variation, as UNRWA, despite having its final trait assignation as 
“present,” does lack specific internal policies that address recourse for sex and gender-






Table 8.4: Summary of final Trait Assignation for Internal Gender Equality Policies 































UNFPA Yes Present Present Present Present 
UNDP Yes Present Present Present Present 
UNIDO Yes Absent Present Absent Absent 
UNRWA Yes Present Present Absent Present 
The greatest deviation in the coding, in this case UNIDO being coded as having 
such policies absent, is consistent with the percentages used for the evaluation of the 
dependent variable. UNIDO has the lowest percentage of women in high-level leadership 
positions by a 10% margin from the second-lowest score, thus it is expected that it would 
not have such policies present. Additionally, despite being coded as having internal 
gender equality policies present, UNRWA was the only organization failed to meet all 
three criteria. It also had the second-lowest percentage of women in high-level leadership 
positions. This does indicate a positive relationship between gender equality policies and 
the dependent variable, especially when coupled with the interview data.  
Throughout all four interviews, the data provided by interviewees was largely 
consistent with the coded data. The discrepancies between the coded data and the 
interview data was once again attributed to the fact that such policies were often 
technically in place within an organization, yet they were viewed as ineffective given the 
organizational culture and attitudes surrounding such policies. When asked specifically 
about the effectiveness of internal gender equality policies as a factor impacting women 
achieving high-level leadership positions, the interviewees consistently referenced both 
the breadth of policies and organizational attitudes towards such policies as the most 
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influential factors in women attaining high-level leadership positions.  Seeing as there 
existed greater variation in the coding data corresponding to internal gender equality 
policies, such policies have an explanatory effect on the dependent variable. However, 
the interview data also indicates that such a relationship between internal gender equality 
policies and the ability of women to attain high-level leadership positions is also deeply 
influenced by organizational culture, thus reinforcing the interactive effect between these 
dynamics on the dependent variable.  
Despite the methodology initially controlling for the component of organizational 
culture within IOs, the interviews conducted with employees illustrated the most 
significant factors of an IO’s internal dynamics. This is evidenced through the persistent 
mention of the interplay of an organization’s internal gender equality policies and the 
practices and perceptions of implementation of such policies throughout each of the 
interviews conducted with IO staff members. The ability for existing high-ranking 
leaders to exemplify and signal the value of gender equality policies has been illustrated 
to be an influential mechanism in increasing the ability of women to achieve high-level 
leadership positions. Through the process of reviewing the coding and interview data, it 
can be concluded that the most influential components of an IO are in fact the internal 
gender equality policies of the organization and the internal attitudes regarding the 
support and implementation of said gender equality policies. Additionally, it is evident 
that that, despite efforts to do so in this study, these dynamics cannot be isolated from 
each other in their effect on the ability of women to attain high-level leadership 
positions. As illustrated by the interview data for all four case study organizations 
relative to both organizational structure and internal gender equality policies, the effects 
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of either an IO’s structure or policies cannot be understood without understanding the 
organizational culture that determines the context in which such mechanisms are 
operating. For each of the case study organizations, the dependent variable was 
determined by the interactive affect across both organizational culture and the 
independent variables. 
Implications  
Implications for the Relevant Literature 
The aforementioned findings make clear several important implications for the relevant 
literature. This study drew upon theoretical foundations from IO, public administration, 
gender, and leadership studies to argue that both institutional and sociocultural 
mechanisms hinder the ability of women to attain high-level leadership positions. In 
synthesizing across the relevant literature, these texts argued that there exists an 
interactive effect between an IO’s organizational culture, structure, and internal gender 
equality policies on the dependent variable. This study attempted to isolate out each of 
these potentially influential mechanisms to determine the distinct influence of each. 
However, as evidenced across the previous three chapters, this isolation has been 
ineffective, and these dynamics cannot be isolated. Despite the analytical effort to 
understand the individual impact each factor may have, through both the coding and 
interview data, this study has reinforced the primary argument that arose out of 
synthesizing and reading across the most relevant literature by illustrating the interactive 
effect of these dynamics.  
 This work has provided several other implications for the existing literature. This 
research has illustrated that there is little variation amongst organizational structure 
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within UN System organizations as it pertains to gender and leadership, while there does 
exist variation amongst such organizations’ gender policies. This implies that future 
literature should expand its understandings of the interaction between gender equality 
policies and organizational culture to better understand the influence that such specific 
policies may have on the ability of women to attain high-level leadership positions.  In 
examining the role of such dynamics within the UN System, this work has served to both 
reinforce the existing argument within the relevant literature regarding the interactive 
effect across organizational culture and policies and indicate the importance of further 
studies of such policies. 
 Additionally, this work has indicated the continued strength of the theoretical 
arguments regarding the legitimacy and autonomy of IOs. Through this research, it was 
evidenced that IOs can and do act independently in instituting their own policies and 
structural mechanisms. The ability of IOs to use their internal bureaucratic power to 
control policy and present solutions is evident throughout the UN System’s approach to 
dealing with gender equality in both developing and executing policy and determining 
staffing and information control over the issue. More so, idea that individuals are key 
determinants of the efficacy of such efforts given their functionality as leaders within 
organizational bureaucracies was also reinforced throughout this study. This was shown 
through in many interviews which referenced the influence of specific individuals within 
IO’s bureaucracies as key in determining whether or not an institutional gender equality 
mechanism was effective. More so, a large component of the existing literature focused 
on the relationship of gender to leadership. This work has reinforced the notion that 
women are not necessarily predisposed to any specific form of leadership. However, as 
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the literature predicted, the analysis conducted supports the notion that the gendered 
subject matter of an IO’s mandate may affect the perception of women in a given IO 
through organizational culture. The literature’s identification of sociocultural norms and 
biases against women in leadership are reinforced through the findings that an IO’s 
organizational culture is a deeply influential component of an IO that may function to 
prevent women from attaining high-level leadership positions.  
Implications for International Organizations 
Regarding the implications of the findings, it is evident that if the organizations profiled 
within this work are truly seeking to achieve gender equality, yet the current mechanisms 
and structures utilized within UNFPA, UNRWA, UNDP, and UNIDO are largely 
insufficient and need to be supplemented with alternative approaches. Specifically, such 
organizations should seek to build off of the suggestions offered by employees and 
integrate positive attitudes about gender equality policies in the highest levels of the 
organization. Seminars and training sessions about unconscious biases about gender 
were indicated by the interviewees as a potential manner of making the organization 
more aware of the barriers faced by women in order to achieve high-level leadership 
positions. Overall, even in UNFPA, which held the highest percentage of women in such 
positions, there remained an organizational reluctance to institute gender equality 
strategies due to the lack of pressure or examples within the organization.  
As a result, future organizational approaches should seek to ensure that there are a 
wide variety of gender equality policies in place that address both the formalized 
components of women’s roles within an IO and the unconscious or informal biases that 
affect women in IOs. Additionally, the model of the UN Secretary-General achieving 
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gender parity in his Executive Board was cited several times as an inspiration for gender 
equality within specific IOs and an important metric to shift the organizational culture 
surrounding gender equality. By seeing the highest levels of the organization effectively 
implement change, the interview data reported organizational attitudes shifted to be more 
open to women’s empowerment and gender equality. Thus, it would be expected given 
the data in this study that IOs which disseminate messages of the importance of gender 
equality through examples will make organizational attitudes towards women in high-
level leadership positions more accepting, which will yield a greater enforcement of 
gender equality policies. 
Strengths of Study 
There are several theoretical and methodological strengths. To begin, the theoretical 
assessment reached through synthesizing the literature regarding the autonomy of IOs 
and the role of bureaucracies is highly innovative and reinforced through the assessment 
within this research. This research illustrates that the theoretical basis used to argue the 
importance of individuals as actors within IOs remains strong. The role of individual 
staff members on the efficacy of internal policies and structural mechanisms was 
consistently referenced across the interview data for all four case study IOs, 
strengthening the theoretical analysis conducted in Chapter II. Specifically, this research 
supported the theoretical idea that individual bureaucrats within an IO function as 
influential actors in a given organization’s operations by contributing to the effectiveness 
of an IO’s operations. Overall, this work serves to make an important contribution to the 
existing literature by illustrating the autonomy of IOs by emphasizing the independent 
decision-making capacity that exists within their bureaucracies. More so, this study has 
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shown that different internal dynamics within a given IO are deeply influential in 
determining the ability of women to attain high-level leadership positions.  
 Theoretically speaking, this work also fills a gap in the existing relevant literature. 
Though there exists research examining IOs, gender, leadership, and the influence of 
bureaucracy, no prior study has addressed the nexus of these issues in the manner 
executed within this study. As illustrated in Chapter III, the approach utilized to form the 
underlying theoretical argument regarding the interaction between organizational culture, 
structure, and internal gender equality policies was synthesized from scholarship on a 
range of topics including leadership, women in politics, gender, and public 
administration. This study fills both an important theoretical and empirical hole in the 
literature for all of these subjects by both formulating the theorized interaction between 
these dynamics and testing this relationship across comparative case studies.  
The methodological design of this study was designed to ensure rigor in its 
measurements and aim to maximize the reliability and internal validity of the data 
recorded. The use of a mixed-method approach is a strength to the study. Given that the 
findings of this work would have been different without the conclusions drawn from the 
interview data, the interview data was integral to understanding the interaction between 
organizational culture, structure, and internal gender equality policies. Through 
integrating two different approaches, this study was able to form a detailed 
understanding of both the organization’s reported structures and policies and their actual 
effect on staff members. Specifically, the methodology was designed to address the 
components of an IO’s internal dynamics deemed most relevant by the existing 
literature. In order to do so in a way that was reliable, the methodology included a 
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consistent coding scheme for each of the variables examined designed to measure the 
criteria identified as most important. The measurements for each data point were 
executed consistently across each criterion for each case study. The data that was used in 
the coding process was also screened to ensure reliability, and all publications consulted 
for coding were official publications of each IO case study. This was a deliberate choice 
to ensure that the data analyzed was as indicative and representative of the organizations 
as possible.  
Weaknesses of Study 
There are several components of the methodology which allowed for the potential 
weakening of its internal validity and reliability. To begin, it is important to acknowledge 
that the isolation approach utilized to attempt to understand the influence organizational 
structure and internal gender equality policies separately did not yield great analytical 
value. Instead, this study illustrated that such an approach negated the argument found 
most prominently in the literature and reinforced the importance of the interactive 
effective between variables. Additionally, while a great strength of the data utilized in 
this research was sourced from interviews with IO staff members, that these interviews 
are indicative only of a given individual’s experiences and cannot be fully understood as 
indicative of universal within an IO. As a result, the interview data offers a single 
glimpse into the realities of day-to-day life at one of the case study organizations and 
cannot be assumed to be the experience of all staff.  
Another weakness of the methodology was brought about by data constraints, 
which led to the introduction of a backwards time-lag issue in assessing the relationship 
between variables. The data sourced to measure the dependent variable is from a 2015 
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UN Women analysis, while more recent data was incorporated into the coding of each of 
the variables. In order to maintain the reliability of the data by using the available 
resources from each organization, the validity of the relationships is decreased because it 
is more difficult to discern the exact casual mechanism given that policies or structures 
may have been enacted after the recording of the 2015 data used for the report. This 
presents a significant issue in determining the true relationship and casual mechanism 
between the two variables. However, the data sourced for the interviews was collected in 
2019. As a result, several of the criterion for coding variables were redundant, including 
the percentage of women in mid-level positions and the ability of women to access high-
level leadership positions by evaluating the overall positions available. Though these 
were designed to gauge different measures, they are internally related given how each IO 
was structured, but this could not be determined until the time of coding.  
Additionally, regarding the percentage of women in high-level leadership 
positions, the 10% threshold was used as an arbitrary measure given the lack of data. The 
coding output for each IO’s trait assignment may have varied if the criterion for each 
variable was tweaked to better target specific components of each mechanism. These 
determinations were made using the best knowledge available and predicated upon the 
arguments found in the relevant literature, but in review, could have been designed to 
encapsulate a more targeted component of each variable. More so, the emergent finding 
that the organizational attitudes regarding specific policies is an influential factor in 
whether or not women are able to attain high-level leadership positions was not 
accounted for in the original control coding in Chapter V which sought to address 
organizational culture. Again, given that there was little specific preliminary research to 
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use to better target specific dynamics, this was not accounted for or measured through the 
formal coding process. These issues resulted in decreased validity in the findings 
expressed, thus all conclusions drawn from this work should be recognized as having 
been the product of these methodological weaknesses. 
Suggestions for Future Research 
Future research should seek to further the successful components of this study and 
address the weaknesses. Specifically, future research should continue exploring the 
relationship between the internal dynamics of IOs and the ability of women to attain 
high-level leadership positions with a more focused and targeted approach. Seeing as 
that this work has illustrated there to be less variation across organizational structures of 
UN organizations than initially expected, future research should aim to focus on 
uncovering relationships specifically oriented towards policies and organizational 
attitudes. Given the difficulty in quantifying and measuring organizational culture, future 
studies should develop an objective and universal manner of evaluation of organizational 
culture, to potentially lead to cross-organizational evaluations both within and beyond 
the UN System. The mixed-methods approach utilized within this work was successful 
in allowing for extensive research and future scholars will continue to benefit from 
continuing this approach to investigate additional dimensions of this research question. 
As illustrated in this work, there is great value in interviewing the individuals directly 
embedded in each IO. In conjunction with utilizing more concrete measure of 
organizational culture, integrating extended interviews with a greater number of and 
spread of IO staff member will strengthen future analyses of this topic. Additionally, 
within this research, internal gender equality policies have been illustrated as more 
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influential determinant in the dependent variable. In order to build on this finding, future 
research should prioritize determining which policies are most effective within the 
context of varying organizational cultures. 
Additionally, for work that would seek to incorporate an element of 
organizational structure, using tighter, more restricted boundaries for coding each 
variable may lead to different and more indicative results. Given that this study was 
largely constrained by data availability, ideally, future research should use a wider range 
of more current UN publications in order to ensure that any relationship between 
variables is understood as temporally progressive. Seeing as this research seeks to 
extrapolate the case studies selected to the larger world of IO studies, future work should 
aim to replicate the study of women’s ability to access high-level leadership positions 
throughout each organization within the UN System, including those with organizational 
cultures that would have initially been coded as “closed”. This would allow for truly 
representative analysis to occur and for deeper understandings regarding the interaction 
between variables to occur. Though the findings within this research specifically pertain 
to the UN System, future research should seek to extend this inquiry to determine if 
similar findings are also generalizable to IOs outside of the UN System. Seeing as there 
may be fruitful comparison across non-UN System IOs, future research should seek to 
extend questions of organizational culture and internal gender equality policies to 
regional IOs. There may be beneficial insights in comparing differences between 
organizational culture in regional versus universal IOs for their effect on the ability of 
women to attain high-level leadership positions.  
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More so, future research should take an integrated approach to understanding the 
complex interactions between gender equality policies, organizational culture, and the 
ability of women to attain high-level leadership positions. This would optimally allow 
for the staff members working within these organizations to illustrate their experiences 
on a greater scale as well, while also accounting for the interaction of different dynamics 
within and across IOs. A representative sample or survey of all UN System organizations 
and UN System staff members from each organization would serve to offer a more 
complex and nuanced perspective of the internal operations for each IO, rather than the 
limited case-study approach taken within this work. Such a large-scale analysis could 
serve as an important basis for better understanding how such organizations can 
influence their organizational cultures to positively reinforce their gender equality 
policies in order to promote a greater number of women into high-ranking positions. 
Finally, future research should aim to continue in the mission of expressing the 
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